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CHAPTER I 


THE PROBLEM 


Statement of the problem. The problem which this study 
is designed to investigate is that of the adequacy of the 


present system of career management for officers in the 
United States Marine Corps. It may be stated in several 
parte às follows: (1) What is the present scheme for career 
management for officers? (2) How adequate is thie plan to 
secure the objectives which are desired? (3) What do typi- 
cal marine officers think about it? (4) What, if anything, 
la wrong with the system and what can be done to improve it? 


importance of the study. With the current trend toward 
more adequate vocational guidance it would appear that 


career problems within one branch of ihe armed forces are 
important to these concerned with guidance counseling as 
well as prospective candidates for officer commissions in 
the Marine Corps. As to the matter of general importance, 
the Hoover Commission in its report to Congress — 


World conditions demand that the United 
States maintain a strong National Security Or- 
ganization. 


This need results directly from the total 
disruption of the olá balance of power among 
nations, aná from new forms of communications 
and warfare which have impaired America's 
ocean-moated isolation. Ours is a need for 
defense and our military strength must be 
predicated upon the degree of menace which we 
face. At present outlook, the United states? 
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need for a strong Military Eeteblishment is 
obvious. 


in the past, the United States hes main- 
tained merely a nominal A and Air Force, 
and ite Navy hes been sharply 111506 The 
&&suaption w&s that war, and international 
crises which could reevlt in war, would be 
rare and that there would always be eanle 
time to build a strong military force around 
this permanent cadre. Mow the United States, 
in the forefront of world affairs, must con- 
tinuously deal with political and economic 
pressures. 


The maintenance of a huge military foros 

aná of enormous military budgets 0 

poses & severe rroblem. 1% introduces a new 

element into our social and political life; 

this spending, both as ید‎ drain on ihe taxpayers 

and as purchasing power, oan vitally affect 

our economy. The degree of our success in 

achieving efficiency of military operations and 

planning, economy in execution, an proper rola- 

tionship of this new force to our political and 
economic fabric ean make the @ifference between 
democracy and totalitarianism, both for our 

Hation, and for the whole world. 

The Marine Corps, as part of the National Military 
Establishment, muat oontribute toward the achievement of 
efficiency in militery operations and planning, and ecouoay 
in execution. The part played by the officers of the dariae 
Corps in their carecity as leadera ant executives will, ia 
the final analysis, be a key factor In the attelnaent of 
these objectives. It 1s & truisa that there ig nothing 
about an organization acre important than ites future and the 
future of the Marine Corps is, to a larg? seaaure, dependent 
on its personnel, rarticulariy its ofTioar personnel. 

The procedures used by the military hierarchy in making 


appointments to positions of high rank and responsibility 
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3 
rely entirely upon selection from among those already men- 
bers of the organization. There is no outside hiring of 
top executives. These positions are filled from among those 
who are making military life their career. It seems obvious 
then that officer career planning upon the successful accone 
plishwent of which the adequacy of a career within the Marine 
Corps depends is igportant to the future of our country ag 
well ag to those who serve it. 

Career planning in the military services has aa its 
underlying objective to provide for the selection, develon- 
ment and training ef individuals through carefully designed 
selection procedures, and intelligent rotation of ässign- 
mente, so that each may be highly competent in his work and 
qualified for advancement to positions of responsibility in 
accordance with present and future needs of the organiza- 
tion. 

From the viewpoint of the individual, his interest in 
a career (whether in business, industry, the professions or 
the military) centers around his values ana goale, his in- 
terests and aspirations. He wants to know what his oppor- 
tunities are in terme of economic security, chance for ad= 
vancement and the intangible fseters which produce personal 
satisfactions. 

D. White considers that a career cervice is charac~‏ ہا 
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Permanenos of tenure duríng pood beheviour 
and satisfactory work is an obvious gine sun oon. 


© « . ful recognition of the underlying 
American devotion to the doctrine of esunl oppor- 
tunity for all citizens. 


6 e opportunity for personal growth and 
full — of one's best ability. 


A career service in the "Inited Ttates is 
the open road from junior to tor positions. 


Kr. White is speaking here of careers in the civilian 
branches of the government service, but it seems that the 
principles apply almost equally weli to the militsry. In 
so far as the Yarine Coros is concerned, how permanent is 
an officer's position? Is there ecual oprortunity fer all 
officers? Is the opportunity for personal growth provided? 
And, finally, is the road open from the Junior to the top 
positions? These are the cuestione to be erbmined. 

This, then, sete the stage for the remainder of the 
thesis. Chapter II covers the general organization and 
mission of the Marine Corps in order to give the reader an 
insight into what the Marine Corpe is, and what it does. 
Chapter JII covers the factor of initial entry into the 
Marine Corps for prospective officer candidates. Charter ۷ 
discusses the problem of position classification and its re- 
lation to careers and career rlanning. Chanter ¥ covers the 
problem of in-rervice training and rotation of duty. Cheap- 
ter Yi covers the factor of pay, promotion ani retirement. 
Chapter VII is a report on officer attitudes toward various 
aspects of careers in the Marine Coros. A summary and the 


oonclusions are included in Charter VIII. 
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CHAPTER II 


CENERAL ORGANIZATION AND MISSION OF THE 
UNITED STATES MARINE CORPS 


The United {tates varine Coron is an integral part of 
the Vaval Tsatablisiment and in, at all times, subject to 
the lawe end regulations estebliehed for the government of 
the Kavy.* 

The Commandant of the Marine Corns la vested by law 
with the reeronsibllity for adsinistering the Marine Torna 
in the name ef the Secretary of the Navy to achieve maximum 
effectivenega in sunnort of fundamental naval policy. The 
office of the Commandant of the Marine Corps 1s st Hend- 
quarters, Û. £. Marine Corps, Washington, 5.C. and is a com- 
ponent part of the Navy Department .1 

The Marine Corps includes land combat, service forces 
and aviation. Its major functions and missions و‎ 

To provide fleet marine forces of combined 

arme, together vith supporting nir componente, 

for service with the J. 3. Fleet in seizure or 

defense of advanced naval bases and for the 

conduct of such land operations ee may be essen- 

tial to the prosecution of a naval campaign. 

To provide detechments and organizations 

for service on armed vessele of the Navy, end 

security detachmenta for the protection ef 

naval property at naval stations and bases. 


To y in coordination vith the Army, 
e Alr Force, the tactics, 


* Marine — units, when detached for service with the 
Aray by orcer of tre Fresiüsnt, Are subject to the rules 
and articles of war preseribed for the government of the 
Army. 
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technique and eguipment employed by landing 

forces in anphi bious operations. The Werine 

Corps shall have primary interest in the de- 

velopment of thoee landing foree tactics, 

technique, end equipment which «ere of common 

interest to the army and the Marine Corps. 

To train and equip, &e required, ۴۸9 

forces fcr airberne operations, In coordina- 

tion with the Army, the Navy, end the Air 

Foree in accordance vith rollelee end doc- 

trines of the Joint Chiefs of ۶۰ 

To develer, in coordination with the 

Army, the Navy and the Air Forces, doctrines, 

procedures, ang equipment of interezt to the 

Marine Coros for air-borne operntiense and 

which are not provided for by the Army. 

To be prepared, in accordance with inte- 

grated joint mobilization plans, for the ex- 

pansion of the peacetime components to meet 

the neede of war. 

I STRENGTH AND CUMFOSITION 

The composition and distribution of personnel in the 
Marine Corps, on the basis of budgetary limitations, is 
prescribed annually in the Personnel Allocation Flan as 
approved by the Secretary of the Navy. 

The major commonents of the Marine Corps are the regu- 
lar establishment and the reserve catablishment. This paper 
is concerned with officer careers in the regular establish- 
ment. The euthorized strength of the regular establishment 
as of 31 January, 1950, wae 7000 cfficers and 67,050 enlisted 
men and — The regular establishment consists of the 
operating forces and the supporting establishment. The ope- 
rating forces consist of (a) the fleet Marine forces, (b) 
Marine detachmente sboard naval veasele, and (e) security 


forces at shore activities of the Naval Eatablishment.* 
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The operating forces. The fleet Narine forces ere 1n- 
tegral with the severèl U. 3. Fleets. They hava the estatus 
of & fleet type command and are under the operational command 
of the respective fleet commanders. They have as general 
missions to serve with the fleeta in the seizure and defense 
of advance bases, to develop those phases of amphibious ope- 
rations which pertein to the tactics, techniquer and equip- 
ment employed by amrhibious troops; to tr«in ená equip 
Marine forces for eirborne operetions, to train & maximum 
number of personnel to meet requiremente of expansion during 
time of war. A fleet Marine force in pesoetime noresily oon- 
sieta of a headguartere, force troops, appropriate service 
elements, one or more Merine divisions or brigades, and one 
or more sireraft wings or groups. The fleet Marine forse is 
the heart of the Karine Corps. It le ite combat element, in 
whieh the peacetime officer and enlisted man receives his 
on=the- Job treining in the art of combat, practical leader 
ship and phyeical teughening for wartime duties should 
these become necessary. It wes in the Marine Corps! fleet 
Marine forces ani its Warine Corns schools thet many of the 
basic principles and techniques of annhiblous warfare used 
in worlä Yer II were developed. 

Marine detachments stoard naval vessels sre an integral 
part cf the complement of the ship. They provide a unit 
organized end trained for orerstionsa ashors, @s part of a 


landing force from vessele of the fleet. They provide 
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e 
ship's gun crews ms required and they rrevide internal see 
curity for the vessel. 

Security forces in noval shore ertabliahments heve the 
general mission of providing necessary internal security for 
these establishments within and beyonce the continental limits 
of the United States in accerdance with enecifleally ۵ 


missions. 


The sunnertings estoblishiment. The Karine ferns gip- 
porting establishment has as a broad genersl misreion the 
providing of facilities and services for the support cf the 
Marine Sores #9 à whole. The major installations providing 
this support are Marine Corre schools, Murine Corps Reeruit 
Depots, special schools, supply instsllations, reeruiting 
service and miscellaneous supporting activities. 

The Marine Corpe schools are organized aná equipped to 
provide the military echooling for officer and enileted ner- 
gonnel of the Yarine Corns. “he orimary arency for such 
sehooling is the Marine Cores Sohoola, quantico, Virginis. 
These schools have as a mission (a) to train officers and 
selected enlisted men in the tactics and teohnícoues of var 
fare with particular emphasis on anphiblous onerctions, in 
order to rroviie conpetent commending and eteff officera for 
the field forces of the varine Corrs; (5) to study and review 
current tactice, techniques ané equinment em-loyed by land- 
ing forces, Continuously making recommendetione to the Com- 


mandant of the Marine Corps for their improvement and 
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development. 

The Parine Corpo Réorult 2enote hrs orgonisel *n3 
@guipped to proviiie the facilities for training of newly 
enileted Marine Corrs personnel and to provide the facili- 
ties for such other schools, to be conJueteü st devote, 28 
the Commandant of the Varine Corpo may direct. The priaary 
@genclies sre the Marine Corps Reoruit Depot, San Diego, 
California and tha Marine Cor.s Recruit Depot, Parris Trlend, 
douth Carolina. 

Special achools are authorized from time to tine by 
the Commandant of the «rine Corpo to 80600811581 څا‎ 0 
senooling micsion. The location, composition and 8ھ ے.‎ 
are assignol at the tiae of activation by the Conntndant. 

The supply installations of the Narine Corps Are com 
erised of depots of supplies and supply depote. The mission 
cf these lnstallations 1s the procurement, storage, repair 
end lasue of all material which is prosesseld through the 
supply system of the Werine Coros. These depots are of 
varying size an*’ are located throughout the om:tinental 
United States and oversera ar required for tne logistie 
support cf Marine Torys units. 

The "erine Corpe recruiting service is orpgzniced into 
gix reorsiting divisions, Northeastern at Vhiladeiphia, 
Fenneglvania; Scuthesetern at Atlante, Tecrgis; Centrel at 
Gaieago, Illinois; Midwestern 41 7%. Loule, لا )م1136‎ 


Southern et Dallae, Texas; and Veetern st Sem Francisco, 
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10 
California. The gissions of the recruiting service are to 
procure marine enlisted personnel for the regular ang pe- 
gorve ectablishment and such other a^1itions) mireion® an 
may be aanigned by the Commandant of the Murine Corps. 

The v*rloua mizoslleneous supporting activities of the 
Marine Corzs include (#) the Marine Jorps Equipment Board, 
which has the general miesion cf development, testing and 
evaluation cf equipment, particularly thet relating to land- 
ing &ní airborne operations; (b) the Merine Corss Board, 
which has the general mission cf continuously examining 8 
overall missions of the Marine Coros and recommending poli- 
cios, plans, programs and meaeures for the implementation of 
fhese miesions; (6) the Naval Pxamining عم‎ (Maríne Corps), 
which has the general mission of examining officer candi- 
dates for entry into the Marine Core and the examination 
of candidates for promotion. 

11 MAJOR BASES AND STAFF OFFICES 

The major base of the Marine Corpa on the east coast 
is At Camo LeJeune, North Carolina. Tnie is the home bane 
of the Second Marine Division, Fleet karine Foree. The 
major base of the Marine Corps on the west coast 15 Camp 
Josenh wW. Pendleton at Oceanside, California. This is the 
home base of the First Marine Division, Fleet Marine Foroe. 

The two principal stafi offices of tne Marine Coros are 
(a) Headquarters J. 5. Marine Corsa, Yashington, D.G. and 


(b) The Department of the Pacific, San Francisco, California, 
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li 
Headquarters “Marine Corps aduinistera the Yarine “orne as 2 
whole in order to achieve maxinum effectiveness in sunport 
of fundamental naval policy. The De.artment of the Yacific 
ineludea all posta, stations, detechments, depets ani other 
organizations of the “eriae Coros in the 11th, 10th, 13th 
aná 17th Maval Districta (western United States) excent 
fleet marine forea units, detachments afloat, recruiting 
Sotivities and “srine Corns air etations. 
111 AVIATIOR 
Marine Corpa aviation 1e èn organic element of the 
*erine Coros anti is so orgénized ^8 to provile fi»oet marine 
forces with supporting air aotponents. 
IV ٤ — 
The Y. 3. Marine Zorps 1s thus seen ns an integral part 
of the neval establishment with the overall general mieslon 
of support of fundamental naval polley. It consista of a 
regular establishment and a reserve ecteblishnent. The regu 
lay esteblishment, with whieh this thesis is conosrned, ia 
composed of thé opereting forces and the supperting estab 
lishment. These two include land combat, service foresee 
oma aviation. The present authorized strength of the regue 
lar establishment is 7,000 officers and 67,050 enlisted men 
and women. Marine Corps units are loonted throughout the 
continental United tates at major Murine Come bases, at 
naval estadliehments, aboard certain of the larger combatant 


ships of the Nevy, and at puch overšeðs baeea' as prenent 
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10 
strateglosl oonefüeretions require. 

This, then, is the framework within whieh an officer'a 
career in the Marine Coros must evolve. Gubsecuent chap. 
tere treat various aspects of these cercers Bnd whore necon- 
gary discuss certein portions of the organization in more 


detail. 
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CHITTY Ill 
THE FACTOR OF INiTIAL LVTRY 


I. IMPORTANCE OF “ELECTION PROCESS 
Careful initial selection of personnel, whether for 
industry, business, the professions or the military ser- 
vice, ía an important factor relative to later success or 


failure of tiis personnel. As stated by Holden! 


et &l, 
"It 1s the first ster ln developing en adequate supply of 
well-qualified talent for ultimate placement in responsible 
positions." The Commission of Incuiry on Public Personnel? 
saya that "no element of the career service system la more 
important than the reeruitment policy." Mosher and Kings- 
ley? feel that "the selection rrocess has always been the 
central point of interest in tre public personnel program.” 
This, they state, is for a variety of reasons; "it is, first 
of all, the cornerstone of tne whole personnel structure" 

. . &nd . . . "unless soundly conceive there can be little 
hope of building a first rate staff." 

Although the above exanples of the importance of the 
selection process come from industry and the public service, 
it seema reasonable that this same importance can be at= 
tached to the selection procesa for a military organization. 
The problema are essentially the same, the attraction of 
qualified candidates and ietermining among those so attracted 


which have the greatest probability of success. Juciae* 
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14 
says “the aelection procedure is the sequence cf functions 
adopted in a given case for the purpose of determining which 
candidates for employment are suitable and acceptable." For 
our purnoses we are interested, not only in selection per 
ge, but alco in recruitment which white says revolves 
around the problem of “attracting the best, not the most." 
These, then, are the two important problema in-so-far as 
initial entry for officers inte the Marine Corpr ie cone 
cerned. First, the attracting of suitable candidates and 
second, the selecting from among those so attracted the most 
suitable and acceptable. From the candidate's point of view 
he is, of course, interested in the requirements for entry 
in termas of age limits, educational qualifications, experi- 
ence, if any, and other factors that may be recuired of him 
in order to become & successful candidate. He is also in- 
terested in what the Marine Corps may offer in the way of a 
career. 

The remainder of this chapter, then, deals with vari- 
ous aspects of the problem of initial entry. In ao far às 
selection is concerned, it 1s limited to initial selection 
for entry ani is not, at this etage, concerned with celec- 


tion for promotion. 


Il.  REGQUIREMERTS FOR ENTRY 
The recuirementa for entry into the Karine Coros are 
based on various federal statutes, ae well as instructions 


issued by the Secretary of the Navy and the Commandant of 
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15 
the Marine Corps. These requirements are, in thenselves, 
not exactly problema in career planning as such, but are 
important in so far as the prospective oandidate for a com- 
mission ie concerned. They are problems from the Marine 
Corpa! point of view in that they limit to some degree the 
selection area that might otherwise be utilized for re- 
cruitment of officers. 

The present general requirements for entry as a com- 
miesioned officer "یوی‎ the prospective candidate muat be 
twenty or more years old, a citizen of the United States, 
and mentally, morally, physically and professionally „uali- 
fied. In so far as physical qualifications are concerned, 
it is sufficient to say that the prospective officer must 
be in excellent physical condition and must not fall below 
certain minimum standards of weight and height. The de- 
tailed phyeical recuiremente are covered in Part II, Manual 
of the Medical Department, U. 5. Navy. Other more specific 
requirements for entry are covered more fully below under 
succeeding sections on sources of procurement and selection 
of candidates. 

The nuaber of officers commissioned each year in the 
Marine Corps is prescribed by the Commandant of the Marine 
Corps. This number is based on the needs of the Marine 
Corps but 1t cannot exceed certain limitations imposed by 
law." Various factors influence the number that can be 


commissioned in any given year. Chief among these are: 
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16 
(a) the budget, (b) personnel ceilings, (c) previous year's 
attrition, (d) estimated attrition for the next year, and 
(e) the policy of keeping a reasonably constant input in 
order that promotion flow in later years will not be erretio 
due to variationa in tne size of various classes.” The 
budget le, of course, the controlling factor, for without 
sufficient funds, officer procurement must be curtailed or 
other activities ourtailed in order that the over-all budget 
ceiling oan be met. 

Once the quota of officers to be newly commissioned is 
determined, this le broken into two categories: (a) “unre- 
stricted" officers and (b) ‘restricted officers. “ne unre- 
stricted officers are general duty seeond lieutenants who 
will attend the Marine Corps Basic School at quantico, Vir- 
ginia, and become regular line officers. The restricted 
officers are those appointed under the Limited Duty Frosrem 
who will be assigned to future jobs in accordance with their 
particular specialty. The present long range officer plam 
calls for a total of 7,000 officers and warrant officers in 


the following categories: 


Unrestricted $,660 
Limited duty 375 
Supply duty only 159 
Women officere 65 
Warrant officers 750 


Table I shows graphically the source and estimated fu- 
ture officer input required in order to maintain the present 


authorized officer strength of the Marine Coros. 
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18 
IIJ. SOURCES OF PROCUREMENT 


The Naval service, over tho years, me developed cer- 


tain sources from which the majority of ite officers are ob- 


tained. These sources, in so far as they apply to the 


Marine Corpe, include: 


1. 
2. 


3. 


10. 


11 


U. 8. Naval Academy, Annapolie, Maryland 
Haval Reserve Officers Training Corps, now 
located at fifty-two colleges throughout 
the United States. 

Platoon Leaders Class. A special pre- 
officer training class at quantico, 
Virginia, 

Naval Aviation College Program. 

Naval Aviation Cadet Program. 

Appointment of enlieted men of the regular 
Marine Corps ae officers. 

Givilian college graduates. 

Former officere of the regular Marine Corps. 
Herltorious non-conmisaioned officere of the 
regular Marine Corps. 


Warrant and commieslioned warrant officers. 


From this it can oe seen that sources are well devela. 


It remains for the Marine Corpe, in con junetion with the 


Navy, to assure itself that the best poasible rrospective 


officer eaniidates are flowing into and from these programe. 


This is, in part, a public relations problem of considerable 





i9 
megnitude aná involves continuing efforta by the Marine 
Corpa to attract good officer material, But the second 
problem, selecting out of those attracted the ones who have 
the greatest probability of mecess, is the more complicated 
of the two. 


IV. SBLECTIUN OF THE Can DIDATES 

Graduates of the Naval Academy are appointed to ccm- 
miselons in the Marine Corps each year, based on quotas es- 
tablished by the geeretary of the Navy. This quota is filled 
by the appointment, upon graduation, cf membera of the class 
whose applications for commiesion in tne Marine Corps sre 
submitted to and approved by the Superintendent of tne Naval 
Academy. Final selection of applicants is made with the 
approval of the Secretary of the Navy. Candidates so celeo- 
ted do not have to go through an additional screening pro- 
coss, but enter directly into the Marine Corps Basic School, 
Quantico, Virginia, for a nine months basic training course 
prior to initial assignment to duty. 

Graduates from the Naval Reserve Officers Training 
Corpa located at fifty-two collegea throughout the United 
States may be comuissioned in the regular or reserve compo- 
nents of the Marine Corps up to sixteen and two-thirds per 
cent of the total number of graduates in each yeer ۶ Can= 
didates commissioned from this source get no further soreen- 
ing and take the nine month basic training course at the 


Marine Corps Basic School, Quantico, Virginie in the same 
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manner as do U. S. Raval Academy graduates. 

These two sources sre greatly different from those 
from which industry 4nd eivilian government agencies nor» 
nalily select personnel. The Naval Academy, and the Naval 
Reserve officers Training Corpse, are specifically designed 
for the training of officer candidates elther for regular 
or reserve commissions. These two sources, at the present 
time, Are the principal sources of officer candidates. The 
Naval Academy hes recently been furnishing anproximately 
fifteen ner cent of the officers commiesloned each year in 
the Marine Corps and the Reserve Officer Training Coros le 
furniehing approximately forty-eight per cent. 

Thes6 two sources, the U. 3. Naval Academy and the Re- 
serve Officers Training Corrs are, in effect, subsidized 
souress of officer procurement. Successful cendidates to 
the Naval Academy are olaeseed ap midshipmen aná receive four 
years of college level training, their subsirtense and „uam 
tere, and are, in addition, peid at a rate established by 
law. Successful candidates to the Reserve Cfficere Training 
Corps, if classified as “regular* appointees, fre known asg 
midehinmen and reoeive their tuition, books, laboratory fees 
and, in addition, recelve fifty dollare per month during 
their academic career. 

There are four general sources or routes fer entry into 
the Naval Agadeny! 


1. Congreselonal appointment. 
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2. Presidential appointment. 

3. Fleet appointments, regular Navy and 
Karine Com». 

4. Fleet appointments, Naval and Marine 
Corpa Reserve. 


There are two general sources for entry into the Ninval 
Reserve Officers Training Corns: 15 


1, Quailfied civilian anplieents. 
2. Enligted personnel on active duty 
with the Navy or Farine Corpa. 


The general qualifiertions for entry into tha U. ©. 
Naval Academy ani the Naval Reserve Officer Training Corps 
are: 14 


1. The eandiiste must be an unmsrriod male 
citizen of the United States and egree to 
remain unmarried untll commiasioned or 
disenrolled. 


2. Have attained the seventeenth anniversary 
of his birth on or before July let of the 
year of enrollment and be of such age 
that he will not have passed the trenty- 
fifth anniversary ef hie birth on July 
ist of the year he will be commissioned. 


3. Re morally qualified and possess officers 
like qualifications and character se 8vi- 
denced by appesranee, sthelership, extra~ 
curricular activities and record in home 
community. 

4. Be at least a high school graduate or 
person of equivalent educational level 
if selected competitively. 

5. Be phynioslly qualified. 

Candidates who enter the J. B. Haval Academy ag a ree 
sult of Presidential or Gongreseional appointments must take 
end page the U. 2: Naval Academy entrance examination. n= 


| entering the J. 5. Naval Aesdemy as "fleet 
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appointments" must initially have been recommended by their 
reapective commending officers, take comvetitive e aminstiona 
among themselves, undergo a period of instruction of rr. Pë 
ximately seven months at the Naval School, academy and 
College Preparatory, Bainbridge, Maryland, and pase the 
U. 5. Naval Academy entrance examination. The Secretary of 
the Navy ia authorized by law to make one hundred and 7٤ 
“fleet appointments* to the Naval Academy each year. 

Candidates entering the Naval Reserve Officere Training 
Corpe from civilian life murt take the avy College Aptitude 
Test. Those who attain cualifying scores are given ohysleal 
examinatione and interviewe at designated offices of Naval 
Officer Procurement. Each candidate found physically quali- 
fied ie then subject to final selection by state and terri- 
terial selection committees. These committees each consist 
of three members, @ prominent educator, a crominent civilian 
(both from the state or territory) and a senior Naval offi- 
ser. Each year esch etate and territory is assigned its 
proportionate share of the total number of “aval Reserve 
Officer Candidate vacancies. These cuotas are based upon 
the percentage of male high school graduates from esch state 
or territory in relation to the country et large. At the 
present tice about 1800 clivilisns will be selected For entry 
in the fell of 1950.19 

Candidates entering the Navel Reserve Offleers Training 


Corre from enlisted stotus in the Navy or Marine Coros take 
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“3 
competitive examinations among themselves for appointment to 
the program. Candidates, in addition to having the general 
qualifications indicated earlier, gust ۵180 be recommended 
by their respective commanding officers. The current pro- 
gran provides for ZOG enlisted men on active duty in the 
Reavy and Marine Corne to be selected for enrollment in the 
program in the fall of 1950.18 

The majority of the aviatore in the Marine dora are 
rroeured through the Naval Aviation College Procram estab» 
lished under the provisions of Public Law 729, ?erenty-ninth 
Congress, or from the aval Aviation (ladet Program under the 
orovisions of the Naval Aviation Cadet Act of 1942. The de- 
tailed requirements for entry from these sources will not be 
covered. The genersl recuirements for commiesioning sre the 
eame as covered earlier for officers commissioned in other 
than aviation. The selection procedures for entry into 
these two programs is on a competitive basis and similar te 
the provisions for entry into the Naval Reserve Officers 
Training Corps. 

The above four sources, -- the Y. 5. aval Academy, the 
Naval Reserve Officer Training Corps ani the two Aviation 
Programs, -- are the principal sources of officer procure- 
ment for the regular Marine Jorna. The renaialer of the 
sources cited earlier are avallable, and outstanding candi- 
dates who are in all other respecta cuelified may be coumi- 
sioned., The general recuirements for entry, exceot for age 


variations of enlisted men ani warrant officere, are 
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approximately the same. Consequently these sources will 
not be covered in detail. 

The soreening process for entry in the Y. 2. Naval 
Seadeny and the Naval Reserve Officers Training Corps is, 
ag pointed out earlier, a highly competitive process and 
this careful gerutiny continues throughout the ceandidete's 
eareer whether it be in a civilian colieve or at the Naval 
Academy. Candidates who ars nomineted for commissions from 
gourses which the Marine Corps considera offer insufficient 
sorsening are scresned by the following methode: 

1. The officer trocurement interview. 

2. The character reference booklet. 

3. The educational booklet. 

4. Sereening by nominating commanding 

officer. 

5. The officer candidate screening course. 
These various devices will not be disouseed here; it is suf- 
ficient to say that they are well developed means of agsur~ 
ing that oondldetes are qualified in all respects prior to 


receiving regular commissions in the U. 5. Marine Corps. 


V. SUNMARY 
From the well estadlished sources of entry inte the 
sommissioned ranks of the Marine Corps and the rigorous 
screening and competitivenese of the process it ie evident 
that the selection process provides a sound besis for career 
planning, in so far As the Parlne Coros ie concerned. It is 
a continuing procees Involving keeping the sources hlive, 


attracting suitable candijates and ‘leveloning meine of 
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26 
evaluation which will piok out of those candidates attracted 
those who appear to have the best cance of suecess. 

The services are, of course, An oven competition with 
business, the professione, industry anû the „ubilc service 
Tor capable young men. This hae its implicaticne in 211 
Aspects of a career la the armed forces. These include not 
only pay, retirement benefits, attalnnent of high rank, but 
other more intangible factora whieh an individual may congi- 
der important in choosing a career. The factera cf pay, pro- 
motion and retirement are controlled ani reguleted by lay, 
and the armed services, including the marine Corns, Sre 
limited as to the method by which they may be solved. It 
reguires continuous evaluation and planning with em hasis 
on good public relations, a determined effort to maxe a 
eureer in the Marine Corps attractive, the improvement of 
sources of officer candidates, and an ecultable process of 


competition for entry. 





CHAPTER Iv 
THE FACTOR OF CLASSIFICATION 


fositlon or Job elageifieution received little if any 
Attention by the Murine Corps in the pre-Werlä War II 


period. This wag for o varlety of ressüns, obief amongst 


them being the reletively mell rizs of the Marline Corps at 
thet tine ani the limited nature of the indiviiusl jobs. 
During World Wer IZ a raeid expansion of the Marine Corp و‎ 
teok place, ana this, together with new Techniosl develoo~ 
“ante, forced the Marine Come to adopt gowe syaten of 
classification. 4 modified veraica of the Army's syetem waa 
finsliy adopted, but the karine Corpa wag never cowpleteiy 
eetisfied. A discuesion cf the wartiee classification syg- 
tem will not be undertaken since the Marine Corpse hës re- 
Gently adorted o new classification system which was tie 
rebut of work criginally undertaken in the summer of 1947.4 
This chapter will not attempt to deal with clageifica- 
tion in all ite adny aspects, but will attempt to tring out 
the importance of claasification to offleer career plenning, 
Giseuae ite purposes and uses, snd describe the Marine 
Berns' presant officer classification system, ite develop- 


went, and tae policits ond rrecedures r@lated thereto. 
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eT 
I. THR IMPOR GRU nd) does x) OY 
JLASSIFIOMTIGAE La HD ۷٣ 
L. £9. Shite contends that "yureseünt-dkyj : eraonnal 
Banegewent reste on two major foundztiouns, tests of fitnoes 
Eni position claesifiestion."”  villougiby hoe thie to say 
about cl&sgifiestioni" 
Among ihe technicsl reculiresente of i gatis- 
factory rersonnel system, none exceeds in limner- 
tance that of effecting & syntematioc cloosifitetion 
and standardization of all . . . nositions covered 
by the aystem. Such د‎ olamnification and standaril- 
zation of nublic emoloyment constitutos Indeed the 
starting point or the be&sis upon whicn the ۵8 
personnel structure must rest. 
in so far as the Marine Corps 1s concerned, the « rablea 
of classification has two major aspects. First, personnel 
Classification, which deals with the gualifleations cf in- 
dividuals. It is the process of collecting, recerding, and 
continuously evelusting information conterning the military 
qualifications of its vereonnel and identifying euch cuali- 
fications in a4 standardized manner. This involves inter- 
viewing, testing, preparing and maintaining oueli fications 
recorda, and classifying military cualifientions. second, 
there 15 job classification. “kia aspeot of classification 
deals with the duties and reruirements of jobs. it involves 
analyzing and recording ali information required for acou- 
rate identifiostion of Marine Corps jobs aná lúentifying 
such jobe in a atandardized manner. * 
These two procedures produces many of the data required 


for the solution of the problems in career planning. 
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Bome of the impcrtant ures of merscnnel clannific tion 

in the Karine Corps are; 

l. For the selection and dirtribition of personnel 
for special training and eneeifie jobs on the 
basis of education, Skille, entitude, rhysiarl 

abilities, preferences and the needs of the 
karine Sorpe. 

2. For use in construstion of tables of organi ze- 
tion which accurately reflect ekille required 
to actomlish specific miselons. 


4. An an efficient reane of ectounting for derson- 
nel in terms of cuallficatlons. 


4, As a basis of well defined reoulrements for an 
esuitable nromotlon system. 


Classification, then, is irrortunt end needed fer 
efficer career planning in the Marine Corps in order to make 
effective officer nesiennent, training ani promotion porai- 


ble. 


il. OFFICER CLASSIFICATION 1% THE PARITE Curs 
Officer clagsifiention in the Marine Corns is according 
to several different categories. These categories, together 
with their definition, are indicated below!” 
1. Categories based on type of appointasnt. 


a. Commiseioned officer -- sn officer who hag 
been appointed by & com@Biaelion to the prede 
of commissioned warrant officer or higher. 


b. Warrant officer -~ an officer who has been 
&ppointed by a warrant te the grade of 
warrant officer. 


6. Tenporary officer —— a temporarily commis- 
sioned officer diese rerminent rank le 
warrant officer or any enlisted grade; or a 
warrant effleer where permanent rank ies En 
enlisted grade. 
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2, Categories based upon rank. 


a. General officer 


b. Colonel 

€. Lieutenant Colonel 
d. Major 

e. Captain 


f. First Lieutenant 
E. Second Lieutenant 


3. Categories based on performance of duty. 


a. Unreetricted officer -= a commissioned 
officer who h&s not been designated for 
supply duty only or limited duty. 


b. Restricted officer -~ a commissioned 
officer who has been designated for sup- 
ply duty or limited duty. 


c. Flying officers -=-= officers assigned to 
duty involving flying as nayal gyiators 
or student naval aviators. 


d. dies officers =- officers assigned 
te duty involving flying who are no 
Neval aviators, but whose duties involve 
رس‎ flying (spotters, observers, 
etc.]. 


4. Categories based on qualifications. 

There are forty-five occupational fields 
within the officer grades of the Marine 
Corps based on cualifications. These are 
shown in Appendix A. Each ocoupational 
field is further divided into 841115237 
Occupational Specialties (HCS's). There 
are 230 officer MOS's, these are shown ود‎ 
Appendix B. 

An occupational field is a group of Military Cocupa- 
tional Specialties which are functionally related, anû which 
normally require similar basico knowledge anā skille. The 
oeoupational field is similar to the class category used 8 


most public personnel classification systems. 
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The Military Cocupationsl Specialty (MOS) 4a, in effect, 
a Marine Corpa Job, == a job being the smallest unit in per- 
sonnel Administration. It is a collestion of duties and 
responsibilities which can be performed by a single indivi- 
dual. 

In order to resolve difficulties and further to facili- 
tate the assignment of officers te appropriate billets, 
officer Military vcounational Specialties are further 
grouped into six categories. 

Category I =- includes “OS's that involve tactical 
troop command responsibilities as a major element. §éOS's in 
this category are appropriate for assignment as primary و‎ 
to the regular unrestriated officer. 

Catewzory II -~ includes 05's whieh are, in general, of 
& broad technical or adainietrative nature and for which 
billets exist at the commissioned officer level. Such و131‎ 
are suitable for assignment as primary MOS to the regular 
limited duty officers. 

Category Ill -- includes MOS's of a technical or ad=- 
ministrative nature for which billets exist at the warrant 
officer level, Suoh MOS's are suitable for assignment as 
primary MCS to the regular warrant officers. 

Category IV -- ineludea OS's which involve 4 moderate 
to high level of specialization in supply work and for which 
billete exist in the rank of captsin or above. Such ۷ و‎ 


are suitable for assignment ae primary HOS to the regular 
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supply-dAuty-only officere. 

Categorz Y == includes #05's which are suitable for 
assignment as primary MOS to reguler women offloere. such 
MOS' a are ueed to identify billets in which women can be 
used effectively. 

Gatecory VI -- includes HOS'a which are considered not 
suitable for assignment ae primary NOS for any regular 
officer. (See Appendix 2) 

These various categories, together with the Military 
Occupational Specialists within each, are shown as Appendix 


B. 


111. DEVELOPMENT CF TAX PARDJE CORPS! PRESENT 
CLASSIFICATION SYSTEM? 

The Marine Corps has always had a system of olassifi- 
sation based on type of appointment, rank and grade and, to 
some extent, one based on perfornance of duty. This later 
classification has been established by law and saystematized 
sinee orld Var Il, however. The additional classification 
based on qualifications, thet is now in use in the Harine 
Comps, ie & recent development and wae the result of an ex- 
tensive study undertaken by the Personnel Research Section, 
Headquarters Y. 3. Marine Corps, in 1947. It 1s the develop- 
ment of this classification system that will be diecussed in 
this section. 

in the summer of 1947 a study of job analysis methods 


was made by the officer-in-charge of the Job structure 
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32 
portion of the classification zrogram. This ctudy involved 
an analysis C? the procedure and methods used in industry, 
the public service, and other branches of the armed forces. 
The resuit of this study was the development of a Job 
Analysis Manual and the necessary forms to be used iater 
in the project for reporting infornetion on jobs studied. 
Upon the completion of this phase, which required about 
three months, the project officer visited seven major Marine 
Corps installations and at each place eenducted an intensive 
twoeweeks course in job analysis methods. This course was 
given to selected local officers ani enliated men. Those 
who completed this course were considered trained analysts, 
approximately one hundred in number, who then proceeded with 
the analysis of designated Joba at their reereciive posts 
and stations. The asgignment of jobe to be stuiled by the 
various commanda was so planned that a representative eample 
wae obtained Tor eseh job. For example, if a job existed in 
combat unite, supply units and at senarzte costs and sta- 
tions, 1t was, whenever possible, ansiyzsed in esch type of 
unit. For each job studied, the analysts reported the de~ 
tailed data obtained on a standardized form called a “Job 
analysis Sehedule.* In addition to those Jobs which were 
etudled by trained analysts, a few were surveyed by the 
questionnaire method. In addition to an analysis of exict- 
ing Jobs, information was chtnined for analyzing certain 


new jobs that may result from new technical developments. 
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This was aceorplished by consulting vith persons familiar 
with the development of new ecuipment and the plans for ite 
٭“أ‎ 6۶3 11۰. 

Upon the completion of thia ch&sse of the project, the 
Personnel Feseareh Section, together vith certain persons 
specifically ordered to Yeadvuerters, J. |. Marine Sorpa Ter 
the project, began an analysis of the dxta which had been 
gethered. The purpose of this analysis was to group the 
jobs into homogeneous fields, which were Zunctionsliy re- 
lated to sach other, and to work up uwifora job descrirtione. 
No single criterion was used in making the grouping but the 
following were considered; 

1. Job analysis sehedules 

2. 014 functional fislde 

3. The new Army career fielde 

4. The Navy Job structure 


5. Comments on the oid Job structure that had been 
received over the years from field 8 ۰ 


6. Recomsendations made by svecialists from the 
various fields of work. 


As the project progressed, jobs uere described and 
grouped into Occupational Fields. As the mecificatione for 
various Occupational Fields were completed they were for- 
warded to selected Marine Cores field organizations and 
appropriate Headcuerters (Mcrine Coros) agencles for comment. 
Based on these comments, Job descriptions and 0۵۵ ٤ دنه‎ 


Fields were re-studiel and necsss<ry chances were mide. A 





A 
draft of a complete Nilitaery Occupational Specialties 1108.1 
showing all Oeeunational Fields together vith the Military 
Oeeurational Specialties and their description was then 
written. This draft was forwarded to various fleld organi- 
zations and retivitien at Feadquerters, J. J. Marine Corns 
for comment. On the receirt of comments relative to the 
Manual an informal board consisting of three officers, a 
civilian personnel expert, and six staff non-commissioned 
officere reviewed the entire Manual together with comments 
relative thereto. A final draft wea then prepared. This 
draft was approved by the Commandant of the “arine Corpse in 
May 1949. 

Concurrently with the job analysis program, the Marine 
Corps undertook to set uw new clageifiestion procedures and 
to reclassify all personnel in the Karine Corps. Aa the 
Job analysis propgrem progressed to the point where job de- 
serizticns and occupational fields became firma end the sys- 
tem of Jod code symbole finslly wes decided on, reclarnifica- 
tion began. Each officer and enlisted oan was reclassified 
in aceordancé with the new system. Fach officer was recuired 
to fill out a comprehensive suestionnalre which included in- 
formation on previous duty assignments, eđucs tional cualifi- 
cations and any other pertinent data whieh would aesict in 
determining qualifications for a pirticuler rilitery س روه ح2‎ 
tional Specialty. On receipt of these cuectionn@ires tt 


Headquarters, U. 3. Marine Coros, they vere corefully 
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35 
reviewed and each officer, uo te and ineluding the rank of 
lieutenant colonel, vas agsigned « oricsry Militorr ceruras 
tionel Sreclalty and 8 secondary one if he wos cualified 


fer it. 


IV. MARINE CORPS POLICY REGARDING 
OFFICER CLABSIFIGCATION 

The Marine Corps recuires that coach officer, up te and 
including the rank of lieutenant oclonel, be classified in 
accordance with his qualification. A oualification record 
is prepared and maintained on each officer so elassifiea.® 

An individual without prior service when appointed to 
officer rank is classified at the firet organization to 
which he reports for duty or training. Personnel with prior 
service are reclassified upon reentry into the service. 

Each officer classified is assigned a primary Pilitery 
GCecupetion Specialty in accordance with hie qualifications 
and eategory, i.e. unrestricted, restricted, warrant officer 
or female. In assigning these elassificatione consideration 
is given to the needs of the Marine Coros as a whole, the 
duty assignment policy for officer personnel, and the duty 
preference of the officer concerned. In addition to the 
primary KOS, an officer may be assigned as many as two addi- 
tional OS's to identify other cuslificationa. Limitation 
of additional MOS's to two in number was based on the idea 
that an individual will not normally be qualified for more 
than two MOS'g in addition to his rrimary MO5.9 
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06 
The Marine Corpa considers thet classification rnd re- 
classifiestion of personnel 1s a continunus nrooeca. “onde 
quarters verine Corrs establishes the 56116188 ani proce- 
dures relative to testing, iatervievinf and recoriing cuali- 
ficetion deta and hes final authority in the assionaent and 
ehanging of cfficer MOS's. However, the present Consaniant 
believes thet for the syster to work it must be piven atten- 


tion by all commanding officers. 


V, SUMMARY 

From the foregoing exlanation 1% 1a evident that the 
Marine Corps considera the subjeot of classification of Jobs 
aa rell as personnel important to its personnel program. 

The system is well developed snd, while officers have long 
been classified in accordance with tyne of aprointment, 
rank ani grade, and duty performed, classification in terms 
of sualifications is 2 new development. The develooment of 
this particular nhase of the classification was deseribed, 
and it seema evident that the Karine Coros conducted the 
study in a careful and comprehensive manner and in aecor- 
dance with the generally aceerted practices of good job 
analysis and classification procedures. 

The elaasification of officers in accordance with rank 
nrovides a definite promotion hierarchy which is, of course, 
an important factor in careers ani career planning. 8 
classification of officera in terms of tyres of appointment 


ani duties performed facilitates the selection process and, 
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we 
at tho sane time, simplifies overall seslonment of officer 
personnel to various activities of the Marine Comms. ‘ihe 
Classification in accordance with qualifications facilitates 
aeeignaents and training; and, should mabllization become 
necessary, vastly simpllfiea expansion from 5 penoetime 
ده‎ to a full scale wartime Farine Coros. The next enap- 
ter 91٤ prinariiy with assignment, with which various se- 


pects of the factor of classification are closely allied. 





CHAPTER V 


THE PROBLEM OF IN-SERVICE TRAINING ANO 
ROTATION OF DUTY 


There was e time in the Marine Corrs when officere 
were rotated among Jcbe, courses of instruction, formal 
sehools and the like on the basis of vacancies and persone 
available at the moment, with little thought to the future 
effect of any particular assignment. Since that time, (and 
At was not in the too distant past) the Marine Corsa has 
overhauled its personnel system, streamlined its nrocedures 
and systematized ite policies, and is now making every 
effort to assign its rersonnel with an eye to its futures. 
This 1s essentially & process of managing the careers of Ate 
officers to the extent practicable, consictent with the needs 
of the Marine Corps, and with due consideration of tne pre- 
ferences of the officers coneerned. The objective le to 
develop and train these officers through intelligently 
planned rotation of assignments so that esca officer will be 
highly competent and mualified for advancement to positions 
of increasing responsibility. 

In-service training and rotation of duty, are central 
to career planning and, if the Marine Corps is to levelop 
íte officers, considerable thought and time must be spent 
in devising suitable programs. Holden, et. al., heve this 


to gay: 
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Just as it je important to design the pian 
of organization to facilitate ani meet the needs 
of management, so it ia essential to develop per 
sonnel whe can come as close as practicable to 
meeting the requiremente of the cositione which 
conetitute that organization, and eo assure its 
full effectiveness. ... 


It is recognized that the personal element 
necessarily plays a large part in selecting men 
for key positions, and the ideal specificetions 
as to individual qualifieations, background, and 
experience are more often only Sprroáached than 
completely met. However, experience clearly 
showe that a great deal can be done toward de=- 
veloping men who can adequately meet essential 
job recuiremente through having a clear iden of 
what those requiremente are and then using them 
ae à guide in the various phaser of personnel 
management. 


A8 to the solution of thege problems, Holden, et. 21.2 
found, in the thirty industries which they examined, tnat 
tae moat effective plana had many or all of the foliowing 
features: 

l. Careful selection of candidates for training. 

2. Comprehensive training to meet job reauiremente. 

9. Gradual systematic development through progres 

slve assignment to selected positions of 1n- 
creasing responsibility. 

4. Thorough periodic rating of individual per 

forsanee and capabilities as related to job 
requirenents. 


5. Effective control over appointaente to respoh- 
sible positions. 


6. Disposition of those rroving inadequate in key 
positions. 


7. Definite asgignsent of responsibility for de- 
veloping, guiding and coordinating the entire 
program. 

Juch a program would furnish a reasonable snd nracti- 


eable means of developing personnel whieh is, in effect, 
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20 
orreer planning. The Nerine Sorpe! long range objective if, 
of course, assuring the development of highly competent of- 
ficers to serve effectively in the event cf a future ier or 
national emergency.” Its problem is sozewhst different than 
those encountered in industry and business in thet, in se 
fer as officers are concerned, they sre taken in ae officers 
and not erecificelly for ascignment to & particalar job cr 
Wosition. The problem is further complicated by the fact 
that the Merine Coros is faced with the oroblew of develope 
ing not just a few outetonding indivi!unlg, but ift must 
attempt to manage the careers of 611 its officers 60 ؟‎ ۵ 
all of them with & suitable opportunity for develooment. 

This chese cf career planning involves net only the 
wishes and deelres of the individuel officer but also the 
reguirements of the Marine Corrs. The Yevy cortende thet 
“the orimery responsibility for his own successful ۳ 
pests upon the individual officer,“ and exnects thet there 
will inevitably be conflict between vhet is considered a 
messassínl rersonal life and a successful navel erreer, 

Mood morale ag well as food management depends on tintuizing 
such conflicte. 

This chastep, then, deals with those nenectr of career 
»lanning which relate to in-service training and rotation of 
duty. It is pronosed thet certain rolizies and rrocelureg 
that the Marine Corps utilizes in dereloring its officers 


for positions of inereasing responsibility be exarined. 
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i. TIVOS OF ASSIOSMANTO ANZ CAREKLA 22517109 FOR 0032 


Since *orld War IJ the Yarine Coros hes completely re- 
vaaped its personnel rrocedures in order to assure more 
effective personnel management. The program, insofar as 
agsignmerts of officers le concerned, 1e oriented toward 
@limination of repeated assignments to the same tyne of 
duty, unless specialization is iniicated by a single ۰ 
Thie program will provide greater opportunity for officers 
to gain broad command and staff experience, and result in 
&li officers having equal opportunity for selection and 
preferential assignsent on the basis of demonatrated pro- 
ficiency.” 

The responsibility for successive assignments of quali- 
fied officers to commands rests primarily with the Commandant 
of the Marine Corps. These assignments are based on case 
histories of officers and the overali distribution situa- 
tion, they are normally made to those commands immediately 
gubordinate to Headquarters, Û. 3. Marine Corps. The normal 
tour of duty for an officer at any one location is not more 
than three years, ani where practicable, not less than two 
years. In sea and foreign duty, where two years ls consi- 
dered a "tour of duty". Officers are assigned tows of sea 
and foreign duty based upon dates of last return from sea 
er foreign service.? 

The general tyves of assignment to which officers in 


tas karine Corpas may be ordered are:? 


e 
eo یاب ب‎ — — ۱ 


vr -— 


* وا سرت مر مع مهود غه سورس - 
vi Ad o wre ۶‏ ۳ ید رس عجو 
مرم ST eee‏ مسر سس » 
س سب سټسس ويب سا 
p v? eoque Periodo d‏ په ۱۳ 
ant i‏ دم لام چا ې » rr san‏ 

سو سنا چصزل na tiime mise‏ 0۸ ہے 
piser» Their hs ionnach ke‏ ما or Figen‏ 
(eus dreet‏ دالوا لہ mde las se‏ اعم 
MI ki mec 16 tir en mada £‏ دوب 























CIAR, iC sepius د٢۷ دنہ‎ BOT 
LL M MILL LLLLLARL. RB 
py a qam (om رر‎ ues (vM unm n 
(y má mun an Lamm) I9 amm 189 [TI* 160 0 
سس بو رمن‎ Sr) کستان سیو عد‎ vr wë Be 
Lane Ae" د د وہ عہیم۔‎ mtm ae تو‎ 
1ه سب ہم‎ men "on Wie re vcio u^ tal 
we لاوس‎ week Ves ue dos Ooo ewe bee 
a ad ary مل که‎ LIS مات‎ bm 
سه‎ Y did Bi za همهموم مہہ" مسب‎ 
ee ok. se ee همه‎ 

"mme 
سن ۷۹۹۱۲۱۲ له‎ E ArmA DF rig o 
۰ ee mg 





1. Command == duty as the commanding officer or 
executive officer of an adminictretive, tec 
tical service, security or training orgeni- 
zation, or duty in an avietion scuadron. 

2. Staff =- duty as a menber of a general, 
special, or executive staff in any neadquar- 
ters above the company and aquadron level. 


3. Student — duty as a etudent at a service 
or civilian school, domestico or fartign. 


4. Instructor ==- duty on the atari ur as un 
instructor at a service school, domestic 
or foreign, to include the Navel Tererva 
Officers Training Program, the Platoon 
Leaders Training Frográm, ani the Maval 
Air Training Program. 
5. Reserve -- duty with the Division of Ye 
serve, Headquarters, Je |. kapine Corus, 
Reserve District Weadquarters, And the 
Crganized Marine Corns Reserve. 
6. Technical and Administrative -- all cuties 
not proneriy classified winder the „receding 
categories. 
ás a guide la the proeess of the career management of 
its officers, the Marine Corns has developed & career pát- 
tern for the successive assignment of unrestricted olfioorsg. 
This pattern ia shown in Figure 1. The pian proviues that 
each new unrestricted officer, on entering the Parine Corps, 
spend nine months at the Marine Cores Basic -ohool, yaan- 
tico, Virginia. This ¿in a besic officers! training course 
in general military subjects aní leaderanip practices aad 
techniques in order to prepare tae new officer for his first 
daty assignment. vn the succeacfal completion of Lois 
course each officer is classified us a Beale Infantry 


Ufficer (MS 0301). If at this time ne is not a guclified 
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pilot or rnasignel to ser duty he must bo -«signed to at om 
ganized infantry unit of tho Fleet Marine Fora or the 
Schools Battalion, Marine Coros *ehoola, Suentieo, Virginia, 
for a period of at Leet one year. Unon the comuletion of 
thie agselignment he may be assigned to fill wroencier in bii- 
lets other than infentry (artillery, engineers, tenk, Arohi- 
bioue tractor, communications) for the remminder of bie three 
year tour.® 

Upon the comrletien of this initieel tree yelp duty 
Asecignaent, the plan ealls for an officer to go ۱۳ ۱۵۲ a 
period of five years of so called non-Flest Parine Force 
duty. This may involve eny one of the various tyres of 
duty indicated earlier at continental or foreign stations, 
Headouarters, Serine Corns or other places wherein 74 
toros activities may be located. Toon the com-letion of 
this chase of the officer's career ne ie Gen scheduled for 
en intermediate level school. This may be at any one of a 
nuaber of different sohools, denending to 8 certain degree 
on the individual officer's preferences. The various 
schools aveilable to officers are shown in Aprendix CQ. On 
the completion of a tour of Instruction at the intermediate 
level the plan oclle for another tour af three years in the 
Fleet Farine Force. During thia tour the officer ig 48 
to epecific duties in accorlianee with his sualifieations, 
but the Marine Corpses 1s desirous that unrestricted officers 


be moved around to fill verious billets in order to broaden 
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“e 
their experience and training. This rotation ie è respon- 
sibility of the local eomn^ánders of the unit te whitn tas 

۴ن 1رچ ژہ ود ficer is‏ 

At the completion of thie phaue of the ofifloar'!s o-reer 
he goes Through another verlol cf non-Fleet tariue Forve 
duty, en the completion of which he ia *11gible for ectign- 
Ment to a high level school. These Ligh Level eenoole tre 
shown in Appendix C. The Rasignaente to these sohocls are, 
As in the oxse of the intervedivte level mcnovi, deponient 
to a oertain degree on the indiview.] colffioer's  -references. 
efter completion of tis high Level gohooling matisr toar 
iu the Fleet Morine Force is called for. Daring iu tour 
the officar ia eithsr & senior as jor or az Lieutenant eclonel 
“nd way perform commana or staff duty or wo aselgneests 
in wxecordance with his cuslifiostions. 

The pattern ieseribed in the oreceling arma Miks, and 
ston grajhiosily in Pigure 1, takes the cfficer through 
tranty years service. Beyon® tis nO particular )«@ttern of 
Satigneentes is vleunlizei. This gererai pattern ie not a 
fixed one through which all officere “111 progres”, but is 
one thet has been established by the Yerine Coros in serve 
Es a guide for commands responsible fer effenting senign- 
uante. 

This pattern has been develope. origerily for ۵ 115 
the Ghewer of the newly commissioned unrestricted officer, 


Wat She Marine lores alse te using lt #s © guide in sabing 
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Mesignhents for 411 officers with less than twenty yours 
errio. An example of ët the "zing Gorme ocheliers à 

۳ 2 T shown in "igara ^. 

These, then, are the oatterne of ۵ elok THO 
Marine Torps is utilizing in mansglnr an officer's career, 
‘The purpose ia to provide + fair se suitable chenne far 
euch officer te develo in accordance witb bie -u:slifien- 
tions @nd deaonstreted ebllity in order te provide a group 
of highly treined and effective officers iv the event of 


war or national emergency. 


II. IMPLEMEÉERTATION OF TRE CANT ۸ 717 
PLANS FOR GFFICAORU 


In the Mirine Corpa, the Director af Personnel, Mrine 





Pormes, under the direction cf the Tommandent cf the Nerine 
Gorys, formulates «nid erecutes plene, rolicies, ani proce- 
hures for, ind coordinates the orerstion of the “rine ^oro& 
Fertoennel System. Vithin the Personnel Deoarteent at Herd- 
gu&rters, Karine Corpe, the petali Brench Vdministers 
“erigneent, clessification, lemve, trevel (exempt reirbarge~ 
ment), fitnens revcorts wnó sabristenoe en] nunrtere far 211 
. effinere ani enlisted perwonnel of the "serine Coms. There 
ig no career ainagemeit branch sg sugh. 
The Cfficer Coorcéin&tor (An Activity of the 380:1 
. Br$sch) ie the officer in "esá;u&rterc, Y. 2. Wrine Corps 
mo if @otually in cherge of over#ll officer Sesignnest and 
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&. Officer X: 


Lieutenant: 
Student, Basic Sohool . . . . . . . . . . year 
Sea duty officer . . . - ه ه ه ه ه ه‎ o . . 2 years 
Infantry platoon leader . . . . . . . . e ed year 
Military police platoon leader . . . . . . 1 year 
Student, Air Transportability Course . . . S weeks 
Captain: 
Instructor, Amphibious Warfare School . . 3 years 
Infantry company commander . . . . . . . . l year 
Assistant battalion operations officer . . 6 months 
Battalion &djut&nt . . . . . . . . . . . . 6 montha 
Barracks 8۵6818165 ه ه ه ه ه ه ه ه‎ . » . . À year 
108278016 ه . . . . ه ه .د ها هده ۳160۹ لن‎ , 1 year 
Major: 
Q-l Section, BO . . . 2 ه‎ . . . . . . . . $ years 


Student, Senior course Amphibious 
Warfare Course... 6 2 1 oe هم ه ه ه‎ . . Ä ۶ 


Battalion executive officer, Service 
Command * * * * e 9 ۰ e o + e * e e 0 * 1 y sar 


Assistant division Gel . . . . . . . . مه‎ . XL year 
I-I, Reserve infantry battalion . . . . . . 2 years 
Eto. 
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FIGURE 2 
EXAMPLE OF PROPER OFFICER ASSIGNMENT 
PATTERNS U. B8. MARINE CORPS 








48 
rekhssignment for «11 Warine Corps officers of the rek of 
lieutenant eclenel and below. Vifioers 10 the rank of 
dGinlonel are assigned end reagelyned by the ohief of the 3e- 
tail Granch. General officers ere sncigned by the Jammen- 
Alert uf the Marine Corps. The Officer Soorfineter hos c 
proun? control section, en avietian centrel sertien Wå a 


Sappy control section which aseift his im Aceinietering the 





Mewignaent and rensñignment ef officers. hie officer is 
wshArged with the res-onsibi21ty for یم کم دم و 2مي‎ e"at*sorited 
afficer strengths et the various "erines Corpa peste, ptt- 
tigas ang units, end with @seuring thet Mirine ۳۷۲۱۵ 
quot@s are filled. In carrying out tlis respencibility, 
werloue alministrétive devices arf utilized in Orter tö 
Apkure the issuance of timely ordere to offlecure Whose tours 
of duty at a particular activity or sekecl @roe nesring en 
end. Varlous other administrative devices sre weed in order 
that the Ufficer Coordinztor may have & @uich aeins of 
reference to each officer's prenent ivty tion,  revious 
Gaty statione, quelifinatione and .rererenc® for 21117. Tas 
fom 00 includes this inforüstion an? is tow in use la the 
‘““eficer Personal History Gara*. Phin for is shown in 
Tigers 3. The informmtion available an this Porn wakas it 
a mltble instrument in officer osreer planning. 

In general, the trenafer of sfficere in the Wirin? 
Jorpe is effected each year during the summer months. The 


Officer Soordinator beging work one", July on the ofti oep 
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50 
tranefers that are to take place during the next succeeding 
summer. A complete officer billet count and billet audit 
is undertaken. This ie done with the aesistance of the 
machine accounting sections. A complete audit of all of- 
ficers is undertaken in orier to ascertain their location 
and to establish which ones will be due for transfer the fol 
lowing summer, by reason of completion of a tour of duty. 
Control dates for officers due for sea or foreign service 
are established at this time. School eligibility and 6 1 
preference reuests are aet up. A check is made of antici- 
pated promotions for the coming year in order that later 
assignments will be consistent with the rank held at the 
time by each officer concerned. On completion of this bil- 
let and officer audit, “officer slates" for each rank are 
established. The "slates" for majore aná below include only 
those officers who are due for trensfer. The "slates" for 
lieutenant colonel and colonel inclwie ali the officers of 
these two ranks in the Marine Corps. These "elstes" incluie 
the officer's name, present duty station, Military Occuna- 
tional Specialties and other pertinent data which may asalet 
in assigning the officer to new duty. From these "alates", 
in conjunction with the billet audit, ani the Officer rer 
sonal History Cards, the next duty station to whieh each 
officer is to be transferred is indicated. To the extent 
practicable, unrestricted officers below the grade of lleu- 


tenant colonel are assigned in accoriance with the career 
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51 
pattern described earlier. Restricted officers of these 
ranks are assigned in accordance with thelr specialty. Of- 
ficers in the grades of lieutenant colonel and colonel are 
assigned, in general, in accordance with their qualifica- 
tions, or to particular billete for which the chief of the 
Detail Branch considere & particular officer is required. 

The “slates* for majors and below receive final appro- 
val by the Officer Coordinator. The *slates" for lieutenant 
colonels receive final approval by the chief of the Detail 
Branch. The "slate" for colonels is made up by the chief 
of the Detail Branch and must be anproved by the Director 
of Personnel and the Commendant of the Marine Corps. The 
*glate" for general officers is made up by the Comanndant 
of the Marine Corps personally. After completion of, and 
final approval of the various slates, "advance information" 
ia gent to each officer who is to be transferred, notifying 
him of the Marine Corpse’ intentione relative to this trans- 
fer. The final approved "glates® for transfers during the 
summer of 1950 were completed on February 22, 1850. Advance 
information to all officers wae issued in Narch 1960. For- 
mal orders directing the tranefer are issued to each offi- 
cer, generally about forty-five days prior to his date of 
detachment from his current duty station. +? 

in an interview with the present Officer Coordinator 
at Headquarters, Marine Corps this writer waa advised that 


every effort is made by his section to *eareer manage" each 
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62 
individual Marine Corps officer. He further stated that 
very little, if any, mänsgenent was possible above the rank 
of major. Fe felt that the careers of about 85 per cent of 
the unrestricted officers in the rank of major and below 
could be managed in accorinanee with current plane. 15 

It was evident from thie interview that the Marine 
Coros is using & systematic and therough procedure in plan- 
ning the rotation of ite officers. One might say that there 
appear to be no difficulties, but thie is not exactly the 
case. Aas has been brought out earlier, the Marine Corpe 
classification system and ite rolicy of attempting to quall- 
fy all unrestricted officers 1n one of the several Military 
Ocourational Specialties in Category I (see Appendix B) is 
Closely related to the assignment pattern. The policy of 
assigning newly commissioned officers on completion of the 
Basic School at quantico, Virginia, to a required one year 
infantry tour in the Fleet Marine Forse or the Schools 
Battalion, quantico, Virginia is causing some difficulty. 
The Personnel Department at Headquarters, Marine Corns feels 
that the assignment of newly commiesioned officers to a 
restricted type of duty (infantry) As described above, 
greatly limite their usefulnese to field commands and 
creates a considerable problem in the overall assignment 
of the careers of officers cf the Marine Corps. This srgu- 
ment ie supported by the following: * 


l. Present classification regulationa stipulate 
that an officer must eatisfactorily perform 
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or assist in performing the duties in the 

* Job" enlled for in a particular occupational 
fleld for a minimum of ninety (90) days be- 
fere that officer can be considered qualified 
in that field. 


2. Perronnel Department records indicate that 
there are five hundred and sixty (560) lieu- 
tenants jn the Farine Corps who are presently 
classified as *basic infantry officers'. 
Students in the rrerent Baslo School, due to 
complete their basic training in June of 1950 
will increase the aboye total to some seven 
hundred lieutenants. There are presently only 
one hundred and nineteen billete in Fleet 
Marine Force units of the Marine Corps in 
which these officers can become trained as 
“Infantry Officers". 


3. In the ranks of lieutenant colonel and below, 
{ineluding the sbove figure) there will be 
over eleven hundred “Basic Infantry Officers" 
at the close of this fiscal year (1950). 

4. There are presently 1043 officers of the Marine 
Corps who are considered „ualified as infantry 
officere. 

5. There are rresently only 222 infantry billets 
in the Fleet Marine Force units of the Marine 
Corps for officers in the ranks of lieutenant 
colonel and below. 

It can be readily seen from the above that the infantry 
fleld ia "flooded" with officer personnel for which the 
career pian calle for training in infentry billets of the 
Fleet Kurine Force. This eituation 1٤ graphically illas- 
tratei for all unrestricted ranks in Figure 4 and for each 
separate rank (lieutenant through lieutenant colonel) in 
Figures 5, 6, 7 ani 8. A comparison of the infantry situn- 
tion with the other specialties, ~~ artillery, engineers, 
tank, amohiblous traetro (AMTHAC) end communications, is 


also included. In these comparisons only authorized billets 
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59 
in the Fleet Marine Force are shown and not billets author- 
ized for the whole Marine Corpa. This figure la used since 
it was felt by the Fersonnel Denar taent*S that only in the 
Fleet Marine Force can the “Basic Infantry officer" perform 
those duties required to qualify him es e "qualified infantry 
officer". The assignment patterns desired and the qualifies 
tions required to conform to elxasification policies thus 
Are difficult of accomnlishiment in the esrly stages of the 
officer's career. It is also evident that considerable dif. 
ficulty ie going to be encountered in qualifying cfficers 
at all ranks. Thies situation in the higher rants results in 
A large measure from a síiturtion caused by the last war. 
Offlcera, during wartimo, vere assigned to duty 1n accor- 
dance with their abilities and the exigeneies of the service, 
with little thought of a onreer pattern. Consequently a 
large group of captains, majors And lieutenant colonels who 
came in just prior to or during the war, are specialista to 
a large degree and now are not qualified to the extent de- 
sired by the Marine Corps as "infantry officers" or "infantry 
commanders*. The situation is further compliczted by the 
fact that the Fleet Marine Foros of the Harine Corns renre- 
gents only “bout 43 per cent of the total strength of the 
Corps, but is the organization in whieh malifications in 
practically all Military Occuneticnal Speeialties murt take 
place. The Personnel Depertment has recommended that a 
thorough review be made of the situation. Relative to the 


poliey of requiring newly commissioned officers to serve 








^ 
eaa سد ہین ماد‎ Prag قر نب ود یوو ېم مہ‎ ` 
miss AoA aî ndî EF se ma Me a O nk 
pet var ea Uy meet cum yd fei gt 
ance mad The sani hisa” هه‎ om son sime mc 
IPs MEE سواه‎ nad «tiles od Beinen na 
ania wer das bealeeb ëm (fr Ansel e D 
سس«‎ nê rie un harin 
wii to seps لصوم مول‎ ۸٢ وما‎ hice to ٤ 
سا الف‎ Zeit tibî ef ri 11 وېي‎ 
— phi MILA al bin D JaBEII nent, 
mà «flew. wies hi zéi ni tan ne chem Nn da 
چو‎ Peal AT of bemoan adimi ء‎ م١‎ 07 
—yumo& nd véab o? bemin جوم‎ Ses عسٹرس‎ nt 
سس‎ Bam 
وان غد‎ mem اہ سوفن مه د سمدو‎ 3 
a ml ro dl dii وہ‎ 
oF rly me um vb amu zt of air يم‎ 
> amane wir هه‎ Silay dos ee mi hi cna a 
امج‎ "wee Ode rule e! en ee rbd ۱ y Sevda 
ati yi mies Zone sativi ti alat > — 
— — — —— ·⸗ 
"LT ATUECRTUI ES ډک‎ 
بورودی جوم ںو يكف رد ریس سر ہی‎ wm od med geg 
— en sr mr weli Lio Y | 
` re Pers o! Teneo —ñ— 8 
mt or — mitt Er جو‎ e chee مون مه‎ 
— réi za rg E? Sr egent (mana timo me rodeó Ys 



























1 


EN 


/ 
۰ 








80 
ene year ae infantry officers in the Fleet Marine Force, and 
the attempt to qualify considereble numbers of offiners of 
higher renk in infantry ecommanis, with a view toward recom 
mending changes to rectify thie situation. 41 

The solution to this vroblem is nct an easy one. It 
&ppeare that what is needed are additional infantry billets 
in the Fleet Marine Foree. This is not a precticable solu- 
tion in wiew cf the fant thet the aize of the Fleet Marine 
Foree is more or legs fixed in relation to the authorized 
strength of tne Marine Core as a whole. This 1s also true 
in regard to the size of infantry units within the Fleet 
Marine Foree which determines the available infantry billets 
in whieh officers can be qualified aa “infantry officers" 
anû “infantry commandera*. It may be that the Nerine Corps 
now is desirous of cualifying too high a percentage of its 
officers as “infantry officers" and “infantry commenders*. 
Thie would aprear to be true from an examination oT Figure 
4. The Marine Corps is attempting to quelify, counting the 
basic officers end those already qualified, nine point two 
(9.2) times as many infantry officers as there are infentry 
billets in the Fleet Marine Force. On the other hand it is 
attempting to quelify only three (%) times as many in ertil- 
lery, five (ai times As many in engineers, three (3) tines 
as many in tank and amphibious traeter and two point five 
(2.5) times as many 1n communications. From the overall 
peint of view only 45 per cent of the billets in the Fleet 


Marine Force are infentry biliets, while en attempt is 
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81 
being made to qualify 71 ner cent of the officers in infon- 
try duty. 

Of eourse, in the event of war the Warine Corns will 
require more infentry officers than officers in any one of 
the other specialties (artillery, engineers, tank, amohi- 
ban tractor and communications) but the relative nunber Is 
about the name. In other waris, aa the number of infentry 
unite increases so will the nwaber of artillery, engineers, 
and other unites and in about the same ratio. It would an 
pear, then, that the Yarins Tomas should reexamine ita sum 
rent policy relative to a rewired year of infantry duty 
for newly commissioned offinersn and at the same time re- 
examine the classification of the large grow of officers of 
higher rank as “Basic Infantry officer". This would be with 
a view to reducing the "floodei" eondition of the infantry 
field. This micht be accommlished in any one of @ number of 
different ways: (1) Reroval of the re-wlresent thet newly 
commissioned officers completing the Basie School must serve 
one year in an infantry unit of the Fleet Marine Fores. 

(2) Provide inetend that 2 percentage of the number ordered 
to the Fleet arine Foree ench year e-cual to the pereentage 
eof infantry billete svalichle in relation to total billsta 
will be assigned to infontry. The rensinder then might be 
initially assigned to the other srenialiies (artillery, tank, 
engineers) based on the vernentago of each of thee averial- 
ties in relation to total billets. wring the three yeor 


tour officers would be rotated locally at the dieceretion of 
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ag 
unit eommanders but in e manner consintant with the rolley 
of broatening the officer and with the unit's effeotivenese. 
The problem of which officers te sesim to infentry and 
which officers to other units would hWwe to be Jetereined 
from thelr previous education beckgroun, reoori at the 
Basic School, interest ani preference, and if considered 
necess&ry, atitude teats could be devised bo assist in 
this selection. The final orinary ۲111۸٢ ی٥ی‎ ۷ 
Gpecialty that any particular of719er voulá be assigned on 
completion of his “tour of duty" shouli be based on the 
particular daty for w:ioh he showed the greatest ability. 
The total of each Nill tery Ooceupátionel Specialty for a 
particular group would have to be in about the same retio ag 
the ratio of these verious specialties to the total *vR11l- 
sble billets. 

To reiuce the high ratio of besic infantry offioera in 
the other ranks, ۵ review of their olassiflention appears 
to be necessary in orter to bring the ratio sore in line 
with the available bilieta in hich they can be tmined. 

The solutions offered above ure merely suggested. The 
courrent Marine Corns classification And oarser assignment 
programs nave been ln effect such a short period of time 
that suffielent data Sre not Availabls on which to meng a 
more concrets plan. It apneere certain, however, tit 
present policiea relative te the classification Ur unpre- 


atricted officers, and the policy in aesigning newly 
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eomuissioned officers must be reexemineü in order to obtcin 


a more werkahle solution. 
ill. 8ا8‎ 


in thes euriy rert of the charter 1t w*5 pointed out 
that the Farine Cor^s hte not 2Alwaye astipned ite offices 
with an eye to the future, but in recent years inore&sing 
laportance has been attached te thie -rblem. Various aram- 
ples from industrr of the imrortance of develo- ¿rw nersonnel 
end itg relation to organizational effectiveness were cited. 
The objectives of the Marine Corpa! rotational policy were 
covered. Tolicies and rrocelures relative to tours of duty 
and responsibilities for imriementation of the assignment 
srorram were described. The various general tries of duty 
to wnich Marine cffisere can be saslimed were reviewed and 
the major ammecta of the "oanser nattern gui^e" were Als- 
eussed. A short طم 1 لام ممو1‎ of he organization et 3"ewü- 
quarters, “earine Corns reaponaible fer officer و ی2‎ 
ant duty rotetion was given, torether with € resume of the 
‚rocedure for developing cffiecer assionment “nletes*. Some 
of the difficulties in the iarlomentation of the career 
pattern and ite relation to officer eclaaaiflestion were 
cited.  Saggested means of overeominz there difficulties 
were offered but it wss vointei out that the eregran was so 
new to the Marine Tome thet auffirient data were ont ame 


mvailable unon whieh to base an comprehensive solltion. 
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It ie evident that the Merine Corps is seking every 
effort to manaze its officer's cároer^ by plonnei dut? ro- 
tation through the various setivitios of the Würine Core-s$, 
its schools, the sehools of other services ani clvilian 
scheols. The procrar 1s a new one und all the various T rob- 
leme in ite 1anlementation are not yet solved. It is, ncne 
the less, £ significant stes in the right direction toward 
providing an eq table opportunity fer all officere to 
qualify for positions cf incressing responsibility comis- 
tent with the rerulremente of the i rine Coroe ani the Ge- 


sires of the individanl officers. 
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٢ و١‎ Yi 
THN FACTURAS GF PAY, PACROTIUN AND RETIREMENT 


Any imividual planning » career, whether in busin ss, 
industry, the profes*lons cm tiè military, la intereotea in 
the practical agrects of that carecer lui terma of economia 
security wm chance for edvencesent. Mjor Senersl Tiward 
P. Witsell, the Adjutant Cenersi of the way, vent a fur 
Gp to sey وو وو‎ 

It is typical of all of us wis are Ariens 


to be more interestei in knowing what a new Job 
will offer in the war of socurity, ams ond other 


f 


advantages than in the meaning of the job iteelf. 

We are & practical race, awl our first co5ocern 1&5 

for the velfare of our families. 
It 1s cuestionatle whether or not the individual is more ine 
terested in these practical aspects of the career than in 
any other factor, but no one will deny that in our modern 
society he certainly ie interested. The degree of intereat 
may vary with the individual and although we might hope that 
an individuel will pursue a certain career by virtue of nis 
intense interest in the work itself, this is only a hope and 
is not entirely consistent with the frets. These factore, 
then, are lmsportant considerations for the iadividaal anu, 
at least in our society, they cannot be overlooked. From 
the Marine Corns’ point of view they are important elements 
in determining the caliber of men and women who may be at- 
tracted to the Merine Corpa as a career, ani remain to become 


efficient and effective in assisting the Corrs in carrying 























> و" o o wmm‏ نے 
کت e rs än‏ مات نم و تاانسم 


es“ 

Ad ad po le a van‏ په 
غه — — — 
VE "weg‏ سات Joe eet‏ يی 
ne f‏ 


por 
ار کي‎ i 
انف لم‎ henin säi Te nme Kern pé: 
سیبي‎ qa gd سم ېی چم بیدا مو عم‎ mit 
—R mer او 0 :سن ا ینید‎ 
Pha) مداع‎ (vim e merma jos دسا نشج‎ mi delê 1 
Et dy SSI Û ساماد مسد‎ e gue din 8 
un. mac ei Ade dd dm mr al 
سب‎ 
dos ismmiraimd eft wt cunitbteh oce ۳١٣١ R 
تسد وچو‎ Ts 
ehem bin hend Fi a ee ۲ E E 
نې دی رس سس‎ 
dme 3 fce هه‎ pr en di pel oF 
سس«‎ Fem f 


- ۳ 
— 


sv 


out ite mission. 

These three factors, pay, promotion and retirement, are 
factors over which the Marine Corns, as well as the other 
armed services, have little if any administrative control. 
Rate of pay, temas of promotion and retirement are regulated 
by statutes passed by the “ongrees end anproved by the 
President. The armed forces conduct inveatigations an 
make recommendations regarding legislation, but cannot them- 
selves prescribe wheat will be paid, regulate the rate of 
promotion or preseribe retirement provisions aid benefits. 
This charter teale with these matters. The rater of nay 
Por officers in the ¥erine Vorne will be get forth anid com- 
pared with conparable civilian jobs, the system of nromotion, 
the chances for attaining high rank ani, finally, the provi- 
gions for retirement together with its benefits will Also be 


explained. 
I. PAX 


As a result of the post war inflationary trend and the 
fact that the armed forces were experiencing Alfficulty in 
obtaining ani keeping high caliber personnel, the late fr. 
James Forrestal, then Secretary of Defense, ertadd ishe? in 
1947 an Alviscry Commiselion on Service an to study tre «armed 
forces! pay structure. In a letter to this Tommieaion “r. 
Forrestal head thia to say:? 


in waking this staly I would like you to 
keep several aims in mind. in the first 
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place & system of compensation which will 

enable thea to attract and retain their fair 

share of the best xini of men for all the 

many varieties of jobs in the several ser- 

vices. 

It Ae obvious that Mr. Forrestal was well aware of the 
importance of the question of pay in attracting and retiin- 
ing high caliber personnel in the armed forces. The id- 
visory Commission vent even further, contending: ” 
. . the pay structure mist serve not only ta 
individual dut the total defense program. The. 

program depends essentielly on the men who plan 

and carry forward the operation. Cur selentific 

and technical advances are worthleas without 

leaders to direct thelr use and men to use them 

effectively. 

Thais Advisory Commission on Service Fay made the first 
attempt at a comprehensive analysis of the service pay quees- 
tion. At the time of its inveetigntlon the anmmed forces 
were being paid unier a law passed in 192°, and although 
there had been some wartine pay raises and ad fustaents, 
they were not comprehensive ani did not rectify a situation 
which was becoming increasingly more urgent. As a matter 
of fact, in so far as officers were concerned, the pay 
scales, except for two aeroas~the-boarl percentage inoreages, 
were about the same as they were in 1908. In the “ommia- 
aion's investigation it was found that the precent («rior 
to October 1943) pay in many grades was inwlecuate. This 
conclusion was reached by comparing service pay with inius- 


trial pay, noting the number of officer resignations to 


enter civilian business, ani by observing the difficulties 
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6e 
the services vere heving in obteining quelified 17 
in certain branches. 

In arriving at a ray scale the Comuiraicn determined 
that militery comrensation should arpreximate the amounte 
paid for comparable civilian resconritilities. The Commis- 
sion further contended: ® 

The pay structure should offer initial com- 
pensation and progressive increases that compare 

with what a serviceman could exnect in other 

professions &nd occupations requiring eimilar 

abilities. He should have as much opmertunity 

to éttain success ża the man who chooses to en- 

ter private business. At the game time he must 

be insured comparable security. 

With these tncughte in mind the Commission made a com- 
prehenslve investigation into the queation of service pay 
aná submitted a detailed revort to the Secretary of Def ense? 
Thia report formed the basis for recommendations to Congress 
for an overhaul of the service pay structure. In October 
1949 Congress passed the Career Compensation Act of 19498 
which was approved by the President on Uetober 12, 1949. 
Taole II (top figures opposite each rank) ahows the basic 
pay scales for the several offlcer ranka together with the 
allowances for quarters and subsistence as recommended by 
the Advisory Commission. The lower figures opposite each 
rank are the pay scales Ag actually passed by Congress which 
are now the pay rates for all officers in ihe armed forces. 
Figure 9 shows @ comparison by rank of the current officer 


pay scales and those in compareble civilian positions. 


Figure 10 gives tris same comparison, but Inclwiee the range 
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iLITARY CCMPENSATION BASED ON EXPECTED 
ENTRY PAY FOR RANK INCLUDING ALLOWANCES 
COMPARED WITH WEIGHTED 4VERAGE OF COMPARABLE 
CIVILIAN JCBS 


Figures from Report of Aivisory Commission on 
Service Pay, op. cit., C..art 3, p. 19. 
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Service Pay, ep. cit., Chart 4, p. 2l. 





72 
of compensation at the verlous military grader and for com- 
parable civilian johe. 

It is evident from Figure 9 thet present officer pay 
reales — very favorrbly with comparable civilian jobs 
from time of entry tc the grade of lieutenant colenel. ئا‎ 
this point, however, the civilian pay begins raridiy te exe 
ceed the comparable military pay. At the lieutenant coloe 
nel'e rank twenty-five years of service would have been come 
pleted. In other worde, the comparable civilian job aces 
not begin te show &pwreciable pay sdvantagea until after 
twenty-five years. For ton nay bracket rerronnel, civilian 
compensation nulls rapidly away and maximum civilian salaries 
ere fer greater than maximum salaries for any grade in the 
&rned forces. From Figure 10 it is clear thet for each 
military grade the comparable civilian Job has a much wider 
salary range. This le true for the reason that an 1 
in business or induetry does not have to spend a srecified 
length of time in a mrtieular grade “here the range of pay 
is limited, but can advance in salary in accordance with 
his estimated worth to hie comneny ani that company's 
ability to pay. 

The outetaniine officer will be mali no more than the 
worst officer of the same mink «nl Length of service. In 
| the business world this le not the cage. The outetamiing 
individual moves quickly uc the salary scale and this äp- 


psaras to account for the difference in range of salaries. 
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| The officere in tne armed forces get an approximate fifteen 
($15) doliars per monti pay raise every two years, based on 
| service only and, of course, get & eonsiuerabie increase 
each time taey are prowoted. The vfficer in the arued 2۵۵ 
` 46 paid comparatively well but cainot expect to reach sala- 
fies of top bracket civilian jobe even if he attains tne 


Higmest rank. 
11. FROMOTIUN 


nal are my cimnces for promotion anu how Align oan I 
expect to go? These are questions نان لكان‎ are ever present 
whether the inliviucual le planning a career in tne armed 
forces cr one in business, iniuctry or the profeasicons. in 
tne Marine Corps, as is the case with business end indur- 
iriti organizations, there is a hierarchy through whieh pro- 
motions must flow, but in the military erganizetion it is 
more fixed than in business or industry aña the individual 
officer cannot Jump several gredes In this nierarcay te top 
positions without spending a certain amcunt of tine in each. 
Tae rauk structure through whica premotion murt take place 
in the Mirine Corpse has Slready been outlined in Chapter IV 
but will be repeated Tor purposes of clarity, from the 
highest to the lcwest: 

General officer 
Colonel 
Lieutenant Colonel 


Kajor 
Captain 
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First Lieutenant 
Second Lieutenant 


Tne regular commissioned officer normally enters the 
commissioned renks 88 a second lieutenant anā in order to 
attain topmost rank must progressively pass threugh this 
rank hierarchy. The conditions under which he can be pro- 
moted, together with the various (average chance) possibili- 
ties for promotion will be develoved in the succeeding 
discussion. 

Promotion in the Marine Corns is regulated by laws es- 
tablisned by the Congress. The currently effective law is 
the Officer Personnel Act of 19477 which prescribes the 
conditions under which promotion can take place, the selec- 
tion procese, limitations as to recuired service in each 
grade and the percentage of officers, with respect to total 
officers that may serve in each grade, together witn other 
technical aspects of the promotion process. This law nro- 
vides fer certain temporary as well as permanent provisions 
for promotion in tne Marine Corps. The terminable provisions 
are to be terminated when tne President shall determine that 
the total number of officers holding permanent appointments 
on the active list of the Marine Corve ie equal to 95 per 
cent of tae number of officers authorized by law, or on 


January l, 1957, whichever 1s earlier. This provision is 


primarily for the purpose of allowing the several services 


to aújust their teaporary aprointmenta over a ten year 


perioú. This will prevent an awkward ani razid ad juatsent 
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75 
which would ent&1l reduction in rank of a large nuaber of 
officers. This would have been necessary beenuce the cure 
rent iaw provides sinimum periods of service in each rank 
Prior to promotion to the next higher rank, aad a large per- 
centage of officers now serving in se@vorary ranks do not 
Have this reywuirel service. 

The currentiy suthorized officer strengta of the 


Marine Corps in all categories is 7,300. This is broken 


down ag follows; 
Unrestricted c?ficers 5660 
Limited duty officers 375 
Supply duty only officers 150 
Women officers 65 
warrant officers 750 


The present law nrovlies that the maximum percentage 
63 officers who may serve unler temmtrary or permanent de 
pointment, exclusive of cfficers designated for supoly duty 
only, in the various graies shall be equal to the following 


percentages of the total officer strength? 


Grade ier cent 
Brigadier Jeneral ani above 3 
Colonel 8 
Lieutenant Colonel 12 
Ma jor 18 
Sas tain 24,75 
First and Second Lieutenant 38.50 


in terme of actual officers authorized in each grade 


this 1s equal to the following: 


Brigadier General aná above 45 
Colonel ¿82 
Lieutenant Colonel 724 
Ma Jor 1096 
Captain 1494 
First am Second Lieutenant 7 8 
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The 5bove figures were computel on the basle of the 
ñuthorized allovyance cf 6035 unrestricted end Limited Auty 
afficere. This figure wae multiplied by the verlour per- 
centages for each grate given in the preceding peragranh. 
There is a further proviaion of the lay which limite the 
number cf unrestricted generel officers te thirty-twc, exe 
cept in war or national erergency, of which net were than 
twelve mey be major penerele and above, 

The above figures, then, esteblish the .eghl allowances 
9f officers in the various grades. From inspection it is 
evident thet for the Marine Corne to meintain these verious 
gredes within the authorized allowances, some form of sttrieg 
tion (forced or norzs1) must teke place fa promotions from 
Er*üe to ¿ride are male. The awcunt cf "forced attrition” 
necemetry from grade to grade ie dependent on the "norm 1 
attrition* (death, resignations, voluntary retirement, phy- 
sles] retirement, etc.) that tarea nlace within #11 the 
gr®ies ef the Marine Corse. Thir "normal attritien" (erti- 
meted) for Marine Corns officers in terms of percentages for 


erch grade ie indicated belowrlO 


Crade Fer cent 
Generals 3.8 
Colonel s 3.9 
Lieutenant Colonels 2.4 
Majors 2.6 
feptains م‎ 
First end gacond Lieutenant 6 2.7 


In cther words, each year three point eix (3.6) per 


cent of the Marine Cerna general officere, on the average, 





" 
ته 29 ہے‎ y Deam ctm 
WIS Det lass eem nanne LO Vo rmi 
— mer fF Te indie dá fom m má I 7 
go + — په اسو‎ din } 
„Uni min مله الس‎ Vo nl arawn aR 
وچ‎ fennt IP ⏑ y 
ےہ ہے‎ da PATA Te tt: Am 
وس مس کل نښا‎ 
(decere سم دیس خم وواه سه ما‎ 
iû IC ale ven — مه وبع‎ 
یم او سو و مس بس ولب‎ > 
impe m سد‎ — — 
wor) وود ادم پبومه سه موم‎ reva 
وښد وه مي‎ e hr ات که‎ 
Ange" صم عات‎ aima 44 لد وسلو‎ UI 
سپ‎ emmin pd oe 14 
mii vi si ffe rende (UM. Th LS 
Aa ek بی‎ 02:17 mn at oer? alot ۹ 
- mc 945-y9. Ty im P4. amm? ITI t هم‎ 




























or Yo 


v nh) a Miles vet» vier om am obl 
(Ape جورم سر به اه جوب‎ memes cron imma NA 6 


77 
will retire for reasons other than belng forced out by the 
selection process. The ease is true for the other grades 
in the percentages indicated. These figures are based on 
experience ag ty the number of officers in each grade in the 
worine Corps who were retired for reasons other than failure 
of selection for the next higher grade. Figure 11 graphi- 
cally illustrates the estimated promotional flow of Marine 
Curos officers unier the current Cfrfleer Personnel Act. 
These figures are based on the "normal attrition” percen= 
tages given above and the legal authorized allowances within 
the several grades noted earlier. It hue reference to a 
apeeific group of 427 newly comelssicned officers. Across 
the bottom are shown the yeara cf services with reistion to 
time in grade that must be spent before an officer may be 
considered for promotion. It is clearly evident from this 
table that of 4 given group of newly commissioned offloers, 
497 in this case, only 268 are deatined to become oaptaing, 
187 to become mejora, 123 to become lieutenant colonels, 75 
te become colonels, and only nine will reach the rank of 
general. In other words, the officer in the Marine Corps 
must go up or out. The salient features of thie selection 
prosesa are covered below. 

An officer entering the Marine Corse as & newly commls- 
sioned second lieutenant must serve antirfactorily for a 
period of three (3) years, at which time he is given a pro- 


feasional examination. After passing this exasination he 1s 
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79 
eligible for promotion to first lieutenant. Promotion to 
the grades of captain to major general, inclusive, are made 
upon the recommendation of a selection board. an officer 
selected for promotion by a selection board must pass a re- 
auired professional examination together with a physical 
examination and, ae vacancies occur, he 1g then promoted to 
the next higher rank. 

Selection boards for each grade are convensá at least 
once e&ch year by the Secretary of the Navy. Marine Corps 
boaris coneist of nine officers on the active list aná no 
officer may sit on two successive boards to consider offi- 
cers of the same grede. Officers serving on these boards 
are senior in rank to individuals whom they may consider for 
promotion. Officers are eligible for consideration for pro- 
motion by selection boarde when they wlli have completed, on 
June 30 of the fiscal year of the convening of the board, 


the following periods of service in grade. + 
First Lieutenants 2 years 
Captaine 4 years 
Majors 4 years 
Lieutenant Colonels 5 years 
Colonels 3 years 
Unrestricted Brigadier General § 4 years 


Under the current law the following sre considered the nomal 


total years of commissioned service that an officer will 


have at promotion to each grade, 1? 
Colonel oO years 
Lieutenant Colonel 25 years 
Ma jor 18 years 
Captain 12 years 


First Lieutenant 6 years 
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The Secretary of the Navy, each year for the several 
grades, establishes a "promotion scene". This zone, in any 
grade, i5 comprised of the most senior officers of the gr&de 
under consideration who are eligible for selection and who 
have not been previously passed over. The extent of the 
gone is determined by the estimated number of vacancies that 
will ocour for each of the next five years, together with 
the number of officers who will be eligible for selection 
and the years of service they will have completed. Infor- 
mation relative to promotion zones, the number who may be 
promoted and the names and records of officers eligible for 
promotion to the various grades, are furnished to the severzi 
selection boards. The number actually furnished for a par- 
ticular grade is based on the vacancies existing in the 
grade to which promotion will be made, plus the estimated 
vacancies that will occur in the grade during the ensuing 
year. From among those officers who are eligible for con- 
sideration for temporary promotion, selection boards recon- 
mend those officers holding permanent appointments whom it 
Considers beet fitted for promotion, and those officers not 
holding permanent appointments whom it considers qualified 
for continued active duty. Officers eligible for promotion, 
and within a “promotion zone" for a particular grade, who 
ere not selected by the particular selection board are eon- 
sidered passed over, provided any officer junior to them 


within fhe zone ie selected for promotion. There are 
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81 
provisions, hewever, for officers outside the "promotion 
zone" to be selected for promotion should tne selection 
board conelder euch officers sufficiently outstanding. The 
number that can be selected outside the zone is limited to 
five per cent of the total number of officers which the par- 
ticular board is authorized to recommend for promotion. 

“hen an officer outside the zone is selected for promotion 
officers senior to him but not within the promotion zone 
are not considered to have beeñ p£esed over. In other 
words, no officer Junior to the last officer in a promotion 
zone is ever considered to have failed of selection. ^® 

Officers selected for promotion to the next higher 
grade must pass & profeselonal and physical examination at 
wrich time they are placed on the promotion list, in order 
of seniority. As vacancies occur in the grade for which 
these officers have been selected they are promoted in the 
order of their seniority. 

This selection process determines where “forced attri- 
tion" must teke place. The promotion zones are nomally of 
such an extent that certain officers must be passed over in 
order to avoid exceeding the legally authorized percentages 
of officers in each grade. An officer who has twice failed 
of selection munt leave the service the next June following 
the year in which he failed of selection a second time. 

There has been no attenpt here to describe all the 


technical provisions of the current selection law under 
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82 
which the armed forces now operate. The purpose has been 
to bring out the salient features relative to the "furoed 
out” rrovisions and to point cut that all officers above 
the grade of second lieutenant are selected for promotion 
by selection boards, after a consideration of the records 
of the officers concerned. The coniltions under which an 
officer is retired or otherwise separated from the service 


are covered in the next succeeding section. 
111. RETIREMENT 


There are four general types of retirement or separa- 
tion in so far as officera in the Marine Corps are con- 
omaa. t 

l. Voluntary 

2. Involuntary 

3. Physical disability 
4. Age 

an officer may voluntarily retire from the Marine Coros 
after comrletion of twenty years of service, ten years of 
which must have been active commissioned service. Officers 
retiring under these circumstancea must submit a request to 
the Secretary of the Navy. This request must be approved 
by the Secretary of the Navy or the President, at which 
time the officer oan then be placed on the retired list. 

An officer voluntarily retiring at the end of twenty yerre 
receives fifty per cent of the active duty pay (not includ- 
ing allowances) of the rank he held at time of retirement. 


Examples of retirement pay for the various grades after 
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twenty years service are given below. 


Grace Petired Pay 

Per Month 
Ha jor General $431.56 
Brigadier “eneral 384.75 
Colonel 306.38 
lieutenant Colonel 283.62 
Ma jor 242,25 
Car tain 213.75 
Firat Lieutenant 174.58 
Second Lieutenant 159.75 


The above figures were computed bared on fifty per cent of 
the currently authorized active duty pey for the grades 
concerned. 
Officers may be involuntarily retired or seperated 
from the service for the following reesons: 
1. Failure of selection for the next higher 
grade by two succeenive boarde. 
2. Failure of the professional examination for 
promotion on two ceonsione. 
3. Whenever a ayal Examining Board ۵ 
an officer not qualified by resson of 
drunkennees or from any cause erising from 
his own misconduct. Thie is subject to the 
approval of the President and the officer 
must be heard on the charges placed againet 
him. 
4. As a result of being sentenced to dismissal 
by a General Court Martial. 


5. Revocation of commission prior to completion 
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of three (3) years commiesioned service. 


Dé 
Thi s 


can be effected by the Secretary of the Nevy 


for eufficient cause, 


such ss failure to ووه‎ 


plete satliafactorily any couree of training, 


low caliber or unsatiafactory performance of 


duty As evidenced by official recortes, or 


temperamental unsuitability or unfitness for 


eervice. 


Officers who fall twice of promotion or twice fail pro- 


asional examinations ere retired or cerarsted (ree below) 


condition occurred. 


| fron the service in June following the year in which the 


The following are the conditions under which an officer 


in the grades iniicated are retired or cecarsted for twice 


failure of selection or twice failure of promotion examina- 


tions. 


Grade 


Second Lieutenant 


first Lieutenant 


Cantain 


6 0 ٤۴ 


Separated after service 
of 4 years 


Separated after service 
of 7 years 


Separated after service 
of 13 years 


Pay 


Severance nay 
not to exceed 
one year's Ace 
tive duty pay. 


Severance pay 
not to exceed 

2 year's active 
duty pay. 


Severance pay 
not to exceed 
2 year's active 
Guty pay. 
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Grade Conditions 


Ma Jor Retired efter 20 
years service 


Lieutenant Colonel Retired after 26 
years service 


Colonel Retirsi after 31 
years service 


General $ Retired over 31 
years service 


8b 
rey 


Recelivea monthly re- 
tired ray of Bppro- 
ximately 50 ver cent 
of active duty pay. 


Receives monthly re- 
tirel pas of 85 per 
cent of active duty 
pay. 


Receives monthly re- 
tired pay of 75 ver 
cent of active iuty 


pay. 


Reesives monthiy re- 
tired pay of 75 ner 
cent of active duty 
Tx £y e 


The procedures for retirement o? officers for physi- 


exl Sisability ere provided for in Title IY of Public Law 


$51, 01st Congress. The teehnios] neture of the rrocese 


ani all the conditions under which an officer may be physi- 


cally retired are beyond the soope of this thesis. it is 


deemed sufficient to say that an officer must continuously 


meet the rhysical recuirements prescribed by law or other” 


wise be retired. The law, and administrative decisions re- 


sulting therefrom, sets up the machinery in teras of Phyel- 


681 Evaluation Boarig, *hreical Review Councile An Die- 


ability Appeels Boards to provides for a full and impartial 


examination and hearing and the Secretary of the Navy must 


approve before an officer may be retired for phyelcal dis- 


ability. The new law provides for various degrees of 


"percentage disability" under which an officer may be 
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88 
retired. For dinsbilitiez of less than thirty rer cent no 
retirement 1a given (excert for over 2) veers service) ana 
the officer is separated with severance pay not to exceed 
two years cf his active duty pay. If an officer har twenty 
or more yerrs service he is retired even tough the dig- 
ability percentage ¡e less then thirty per cent. Ye re- 
eeiveg retired pay at the rate of two and one half ner cent 
of his active duty cosy multinlie! by his total years of ser 
vice, not to exceed seventy per cent of active duty pey. 

She "neroentare of Gisability*, 1# over thirty per 
cent, determines the emount of retired pay that the officer 
may receive if, in the final analysis, he is retired for 
disebility. There is a provision, however, that an officer 
shall receive as monthly retired ray either the ‘percentage 
disability’ times his active duty rey, or two and one half 
^er cent of hie active Juty nay multinriied by hie total 
yeers of service, whichever ic greater. As an exzamnle, an 
officer of the rank of major with eighteen years service 
is retired with "thirty rer cent disability". On the basis 
of “thirty per cent disability” he would receive 2 monthly 
retired pay of $145.20. On the basis of a major's vay with 
| eighteen years service computed at two aná one half per cent 
of hie active duty pay for each veor of service he would be 
entitled to & monthly retired nay of $217.80. Since this le 
greater, this la the amount he would receive. 


Under the old retirement law an offiser founi physically 
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87 
unfit was retired on seventy-five per cent of hia active 
duty pay. Under the new law an officer my remain on the 
ective list provided his "percentage" and tyre Jisablilty 
la not considered to be of such a character end extent ag 
to varrant his retirement. The law also prevites thet En 
officer can be placed on the temporsry disability retired 
liet and is then subject to nerlodic physical eraminetions. 
If, &s & result of those 956-1516 examinatione, there is a 
change in status indicated, a report is made to the Secre- 
tery of the Nevy for his action. The officer may then be 
restored to active duty or permanently retired, derenting 
on the direction of the change of his disability. 

An cfficer must ba placed on the retired list when he 
reéches the age of sixty-two, excert unter ecsrtein condi tiene 
&t the discrotlon of the Presiáent. 9e receives retired pay 
at the rate of tuc and one half per cent cf his active duty 
pay in the grade at ihe time of retirement multiplied by the 
total number of years of service. Thie cannot, however, 

exceed seventy-five ver cent of his active duty pay for the 


rank held on retirement. 


IV. CAREERS OF THE HARINE CORPS 
CLASS GF 1920 


in order to obtain certain espirical dots relative to 
the careers of certain Marine Corrs officers, an investiga- 


tion of the records of the Marine officers commicsioned in 
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83 
the year 1920 waa made. Tnía particular group was selected 
beeauce 1t gave a full thirty year ssan, extonding from 
shortly after World Wer I, through another sar, ana five 
years of pence beyond. 

Certain statistical data relative to this grou, lg 
given in Table III. It will be noted that the average age 
on entry wae 25.05 years. This is approexigetely the same 
as the geogr Linit on entry age under the present regula» 
tions. From the percentage of ufflicera mMinarsteád it is 
evident that the largest per zent were retired for jhyeloal 
disability aná the next largest per cent either voluntarily 
yétired cr sere "forced" to retira at the end cf twenty or 
thirty years. Those still in Ue service represent only 
11.89 ner cent of the total greur amtering, awl of the an- 
tire grou only 7.02 ser cent rerchel the grace ډه اناا څه‎ 
| general. None, ui to the present time, have risen ¿dove 
, this grode. Pros the figur®r relytive to grade on separas 
tion almoet one third were retired or separated 25 first 
Lieutenants, but of those who manege to stay in beyond this 
| rank, aixty per cest re-ohmi tks ránke of colonel cr briga- 
dier general. [t is interestin; to note that in this grcup 
45.5 per cent felled tc receive the grade of captain before 
separation. Inder the present law (see Figure 11) it 1s 
extinated thet oniy 37.3 per cent of a given group will be 
| separated prior te resening the renk of csotain. On the 


other hand, of the officers in thin group who 41d reach the 
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89 
TABLE III 


CAREER DATA OF U. 8. MARINE CORPS OFFICER CLASS OF 1920 


Total originally commiseioned 101 





AGE ON ENTRY AND SEPARATION 





Average age on entry 25.05 years 
Average age on separation 43.2 years 
Range of ages on entry 22 to 38 
Range of ages on separation 24 to 60 
Average years service 21.65 years 





GRADE ON SEPARATION OR RETIREMENT 








Grade Number Per cent 
Brigadier General (still in service) 8 7.92 
Colonel (four still in service) 25 24.85 
Lieutenant Colonel 1 . 99 
Major 10 9.90 
Captain 11 10.99 
First Lieutenant 32 31.68 
Second Lieutenant 14 13.86 


CAUSE OF SEPARATION OR RETIREMENT 








Cause Number Per cent 
still in the service 12 11.88 
Dismissed by General Court Martial 5 4.95 
Died on duty status 16 15.84 
Discharged A 2.97 
Resigned 5 4.95 
Retired physically 30 29.70 
Retired 20 or 30 years (forced 17 16.84 


aná voluntary) 
Passed over 13 12.87 
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90 
rank of captain, نت6‎ per cent later were promoted to colonel 
or brigadier general. Under the present Law 11 ia estimated 
that only 21.3 per cent of those reaching captain will attain 
tne ranks of colonel ani brigadier general. it is believed 
that the resson such a high percentage cf thie group reached 
the ranks of colonel and brigadier general was because of 
conditions arising out of the war. Under normaj conültlons 
the percentage may have been far less. 

Figure 12 1g a histogram chert showing graphlculiy the 
years from 1920 to 1980 and the number of cfficers separated 
sach year in this group. It is ¿interesting to note that 55 
wer cent of the total group nad been aeparated by the end of 
twenty years. Under the pretent law 1% is estimated (see 
Figure 11) that 70.5 per cent of a given group wiil be sepa- 
rated or retired by the end of twenty years. 

it 1s difficult to draw exact couporisons between tae 
careers of this class and what might be the careers of offi- 
| edrs now being commissioned. The average length of ecoamis- 
sloned service of tnis group wae 16.5 years and the average 
‚age on separation was 45.2 years. We might conclude, then, 
that the empirical data rrecented here supports earlier 
contentions that the attainment of high rank for a large 

grou: of a given clase ie difficult cf accomplisiment and 


promotion is a highly competitive process. 
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In the early part of the chanter the importance of the 
factors of gay, promotion ant retirement wee covered. It 
was pointed out that, although these fre extremely important 
fectors, the Marine Corns has no direct control over them 
sinee they are regulated by law. In develoring the question 
of officer's pay 1t was seen thet the new law, recently 
passed, provides for increases in nay through &ll the offi- 
eer grades. This new oay structure was the result of a 
onreful study made by an 4dvisory Commission on Service Pay. 
Certain comparisons between officer ney in the Marine Corpa 
anā comparable civilian jobs were cited and it wae eeen that 
during the early years of an officer's career the military 
pay compares very favorably with the civilian ray. The 
range of civilian pay at ench comparable military grade is 
seen to be much greater, however. This was attributed to 
the fact that, while an officer in the Marine Corne muset 
spen? à certain amount of time in each građe with narrow 
pay range, the civilian, on the other hani, may be jumped to 
the top as rapidly ae his abilities remit. It is eviient, 
though, that in general the officer in the Marine Cores is 
well paid when compared to comnerable civilian jebe, but 
cannot reach top bracket civilian pay regerdless of the rank 
ne reaches. 

In discussing the cuestion of promotion it was noted 


that there ls a very definite rank hierarchy throrch which 
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95 
the officer must progressively pass in order to reach the 
top grades. The percentage of cfficers sllowed vy lew in 
each grade was covered and there were coiverted to actual 

` officer numbers in each grade based on the currently author 
ized total officer eirengta in the Marine Compe. From this 
it was pointed out that the usual pyramid vitn the broad bage 
ami pointed apex is present in the Marine Corpe rank nierar- 

chy and tnat a certain nanber of ofrieers mast, under tae 

present systema, be "forced out" between each auccessive 
grade. figures were given relative to ‘norsal attrition® of 
officere in the Marine Corpse, aml it was pointed out irat 


nigaer taormel attrition* reducee the amcunt of "forced 














attrition’, se these two factors are related. A promotional 
flow chart was included whica gave a graphic picture of the 
rpomotion possitilities of an exwarie group of- newly commis- 
sioned officers. The selection process was diseussed and 
the vericus periois of cerviee required in eaca grade were 
sivan, together with the normal total commissioned service 
st each grade. Ghe question of retirement was taea dis 
ageed ani the various conditions under wiica an officer may 
seperated or retired were covered. Examples of officers 
separated or ratired at the various grades were given, to- 
etner with the amount of aeverance pay or retired pay to 
which ñe wo4Ald be entitled. Fhysical retirement was briefly 
discussed. 


4 report of an investigation of tae careers of tne 
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94 
officers who entered the karine Corps in 1922 was included 
and various statistlos rslative to tnis cióoss were given. 

A comparison of the graúes that varying ¡¡¿ercentages ol tuis 
class rescacd, with tae estimated grade a given class may 
reach under ine present law, wae made. it was seen [ros 
tds that is certain res ects the new law reduces ths 
Chances of reucning higier rank, or at least so it seems 
in thie cou aricon. 

22.4 68% be seon, trea, that in so ¿ar aa military offi- 
cer pay ia concerwed it le recsonaoly good; that prowctioa 
ig à aigh.y Goupetitive process based on an officer's record 
nų that an cfficer muat go up or owt. an illustration of 
6 eki@ple group indicated that approximately seventy per 
oent wili be “forced out’ or go out by '"normel attri Thou” 
by the eoupletion ذه‎ twenty years service. de gee, on tas 
otier Road, Taat tae retirsacat beuerits are very ilderäl; 
bus Vie question still renains whetaer or not an individual 
considering & career in ine Narine Corps, or any of tae 
apneu forces lor that matter, wires to compete on tae 
*foroéd out" basis. ‘tale, thea, is a real problem ior 
the arwel servicos, since no oe wouid suggest thai every 


officer هن‎ mide هد‎ general, 
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CHAI TER Vil 


OFFICER ATTITUDES TOVARD VARIOUS ASPECTS OF 
CAREERS IN THE MARINE CORPS 


An important element in any organization is the atti» 
tudes of ite personnel. These various attitudes reflect 
not only the effielenoy and morale of the organization but, 
when known, may form the basie for the solution of many 
personnel problems &ffeoting careers and career planning 
within the organization. The valuable investigations con- 
ducted at the Hawthorne Plant of the western Electric Com- 
pany? in the late 1920's pointed the way and opened up 4 new 
vista for the personnel specialist in this retard. The 
armed forees have not used opinion surveys extensively, al- 
though there has been some activity in this area. Woodward, 
as late as 1944, atated that opinion surveya, in co far as 
the federal government was concerned, were etill regaráed as 
political dynamite. Stuit% reports several information sur- 
veys relative to attitudes ured by the navy during the war 
and concludes that when adequate attention is given to tne 
guitability and interpretation of questions and answers 
opinion studies can provide useful evaluative data for per- 
sonnel and training programs. 

The Marine Corps, in Oetober 19484, conducted a ques- 
tionnaire survey relative to the attitudes of certain Harine 


Corps officere regarding thelr careers. This chapter is 
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96 
based on that survey. It is not intended to cover all the 
points that were brought out in the survey but to include 
only those considered to be pertinent to this thesic. 


I. COMPOSITION OF SAMPLE 


The sample for thie study was selected at random from 
the combined Lineal List of the Marine Corps which lists all 
officers in the regular Marine Corps by rank and precedence. 
Consideration was given to yank and duty. The sample in- 
cluded 481 officers and was distributed as follows: 

A. Unrestricted officers 
33% aviation 
60% all other types of unrestricted duty 


B. Restricted officers 
7% supply duty only 


In terms of rank the sample consisted of: 

6% Colonels 

13% Lieutenant Colonels 

19% Majors 

24% Captains 

32€ First Lieutenants 

6% Second ideutenants 
This distribution closely parallels the overall percentage 
distribution for the various officer ranks in the Marine 


Corps established by law and cited in Chapter Vi, 
II. GENERAL CHARACTERISTICS oF 


MARINE CORDS OFFICERS 


The average Marine Corps officer ineluied in this study 
was thirty years old; had held a commission for approximately 
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e? 
eight years; and had served at aen or oversene for about 
thirty monthe after January 1941. During Vorläd War II 75% 
were elther under enemy attack or engaged in actual combat. 

481 of the officers were college graduates, about 11% 
of these were praduates of the U. 5. Maval Academy at 
Annapolis, Maryland. 36% had had some college but did not 
finish; 14€ were high school graduates; 2% were not aceounted 
for relativo to echooling; 9% of the college graduates had 
taken work at the postgraduate college level, 34 of them 
took postgreduate work while ín the service. 

86% of the officers were married. Of the married 
officers, 26% had no children, 37% one child, 29% had two 


ehildren, and 8% had three or more. 


111. ATTITUDE TOWARD TECHNICAL ALD 
OPERATIONAL CAREERS 


In order to determine attitudes toward teennical 
eareere on the one hand and operational caresrs on the 
other, the study ascumed that officers tend to develop in 
either of two non-overlapping main directione, technical or 
operstional. The officers were, therefore, asked to inál- 
cate toward which of the above mentioned direstione their 
careers were evolving. In order to establizh a comuon frame 
of references, the career fields were described, apart from 
any official or administrative designaticn, as follows: 


career I. In career T, the main tendency is usually 
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88 
for the officer to be assigned duties of en administrative, 
logístical or technical nature aná for him to develop 
skille, experience and training along these lines. This 
career would include supply, motor transport, communica- 
tions, personnel end general administrative duties. 

Career Q. In career ,رټ‎ the main tendency is usually 
to accumulate and develop skills, experience and training 
in purguits whieh are primarily command, line and opera- 
tional, in the eoubat or training for combat sense. In- 
cluded in this category are all pursuits which, in general, 
are primarily relisted to command, line or operational funce 
tions; pursuits which are definitely not administrative, 
technical or logistical 1n the scecific sense described 
above. 

On the basis of responses received the sample revealed 
that 35% of the officers considered their careers to be 
evolving toward the direction of career T ani 65% ۵ 
their careers to be evolving toward the direction of career 
QO. These two tyres of career patterns were used ag a basis 
for comparison of responses to various questions. 

To the question, "If you had 11 to do over again, that 
is, if you were starting your carser now as & second lieu- 
tenant, whien type career pattern would you want to follow?" 


67% of the T officers would start over in T 
careers. 


43% of the T officers would start over in 0 
caresrg. 
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of the O offioerr would start over in‏ 25و9 
O careers.‏ 


^o CBÉ or the 6 officers would start over in T 
, careers. 


It ia evident from the answers to this question that offi- 
cers who had been follewing O careers were more satisfied 
with their career pattern than were officera who followed 
T careers. 

Tables lY ani Y graphically illustrete the reasons 
given for the answers in the four ortegorien above. It is 
interesting to note (Table IV) that the officers who would 
start over in the same type career, regariless of whether 
it be O or T, were inclined to give ag reasons that *assign- 
ment 1s more intererting" ani that they were "better quali- 
fied and adapted for such duty." On the other hand, offi- 
cers who would start over in alternate careers (Table V) 
show a different trend. They, too, tended to mention that 
they were “better adante2 for euch duty“ but they also in- 
dicated two things (with relative frequency) which were not 
mentioned by the officers who would start over in their tyre 
of career. That is, they mentioned that they would start 
over in the alternate career beesuse- of “better opportunity 
for advancement" and beonuse of "greater recognition and 
reward for work". The implications of these reactions are 
that an individual's evsluation of hie qualificatlone play 
a large part in nis choice of a career pattern, but that 


only the individuals who indicate 2 preference for a change 
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TABLE IV 100 


QUESTION: If you had it to do over again, that is, if you 
were starting now &s & Second Lieutenant, which 
type of career pattern would you want to follow? 


Career "O" Officers Career "7T" Officers 
Who indicated that Who indicated that 
they would start over they would start over 
in Career "C" in Career *T" 
WOULD DO SO FOR THIS 
REASON 
238 ASSIGNMENT MORE INTERESTING & BATISFYING 20% 
16% BETTER QUALIFIED & ADAPTED FOR SUCH DUTY 35% 
10% WORK ENVIRONMENT (IN THE FIELD.OUTDOORS) 
10% GREATER VARIETY OF EXPERIENCE 4% 
9% REPRESENTS THE MISSION OF THE MARINE CORPS 
8% ENJOY LEADING MEN 
5% BETTER OPPORTUNITY FOR ADVANCEMENT 12% 
45 PERSONAL ASSOCIATIONS CLOSER 
4% REQUIRES MORE RESPONSIBILITY & INITIATIVE 3% 
3% GREATER RECOGNITION & REWARD FOR WORK 6% 
2% TRAVEL 4 ADVENTURE 
2% MORE INDIVIDUAL FREEDOM & EXPRESSION 
25 MORE VALUE TO MARINE CORPS 65 
WORE USEFUL IN CIVILIAN LIFE 64 


MORE OPPORTUNITY TO BE WITH FAMILY 3% 
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TABLE V 1 


QUESTION: If you had it to do over again, that is, if you 
were starting now as a Second Lieutenant, which 
type of career pattern would you want to follow? 


Career "0" Officers Career "T" Officers 
who indicated that Who indicated that 
they would start over they would start over 
in Career "T* in Career "o" 


WOULD DO 80 FOR THIS 


REASON 

40% BETTER QUALIFIED & ADAPTED FOR SUCH DUTY 17% 
17% GREATER RECOGNITION & REWARD FOR WORK 13% 

13% MORE USEFUL IN CIVILIAN LIFE 
10% MORE VALUE TO MARINE CORPS 21 
20% BETTER OPPORTUNITY FOR ADVANCEMENT 20% 
3% ASSIGNMENT MORE INTERESTING & SATISFYING 74 
REPRESENTS THE MISSION OF THE MARINE QORPS 10% 
GREATER VARIETY OF EXPERIENCE 8% 
ERJOY LEADING MEN 6% 
WORK ENVIRONMENT (IN THE FIELD-OUTDOORS) 5% 
KNOWLEDGE OF BOTH CAREERS USEFUL 44 
PERSONAL ASSOCIATIONS CLOSER 3% 
TRAVEL @ ADVENTURE 3% 


REQUIRES MORE RESPONSIBILITY € INITIATIVE 3% 
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102 
emphasize the comparative chance for advancement and the 
recognition involved. Apparently the grase is always 
“greener” on the other side of the fence. 

From specific comments given in answer to this cuestion 
it was evident that the T pattern is considered inferior 
hen compared to the © pattern. The fact thet overall 
Marine Corps efficiency depends ag much wpon proper perform- 
ance of T worx as ټ‎ work dees not tend to be recognized 
by the group sampled. This, then, poses an important prob- 
lea in career planning, both from the standpoint of the 
individual officer and of the Marine Corps. The Marine 
Corps 1s well aware that the satisfied officer, other thinge 
being equal, is the best officer. At the same time it is 
necessary to fill all positions within the framework of the 
Marine Corps' organization that recuíire officer personnel. 
This la necessary whether or not they are technical (T) or 
operational (0) and whether the particular officer is satis- 
fied or not. The individual officer is interested in, and 
should rightly expect, equal chance for edvancesent and 
recognition for his services regariless of whether he is 
assigned to a career T or a esreer 0. Thise 1e true 15662388 
as noted ebove, both type careers are essential to overall 
karine Corps efficiency. The implicatione of these aspects 


of career planning were more fully developed in Chapter V. 
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IV. EVALUATION OF GOALS OF 
KARINE CORPS CFFICERS 


In order to nid in understanding the point of view of 
‘the officers it was necessary to know something about their 
goals. For example, what aspects of the Murine Corps did 
they feel were immnortant to them? Lirted below ere a series 
of questions used, with the reactions indicated. 
Quection: Now Important will it be for you to attain high 
rank? — 


Percentage 
* geying 
Thies will be my most important goal. 18 
This goal will be very important to 
me. 
Thia posl will be fairly important 
to me. 
Thie goal will not be so importent 
to me. 5 
This goal will not be important to me 
at all. 1 


session: Row would you rate your own chances of ever 
| getting a position of high command? 





Percen tape 
saying 
A much better chance than most other 
officers heave. 6 
A Little better chenee than most other 
officers have. 36 


Wy chances ^re about the same As most 
other officers. 49 
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A little lose chance than moct other 
officere have. 7 


Much less chanee than most other of- 
ficere have. g 


Question: How important will it be te you to attain & posi- 
tion of great responsibility on & high level staff? 


Percentage 
saying 

This will be my most important goal. 7 
This goal will be very im-ortant for 

me. 48 
This goal will be fairly important 

for me. 32 
This goal will not be so important to 

ne. 21 
This goal will not be important to se 

at ell. 2 


It can be seen from this series of questions that great 
importance is attached te the attainment of high rank and 
that. .rositione of great responsibility stand high on the 
list of important ponla. The majority of the officers (914) 
considered that their chances are as zoo as, or better than, 
most other officers in regerd to getting to e position of 
high command. This would be indicative of two things, either 
| the officers consider the Marine Corps promotion and assign- 
ment system fair ani equitable, or each cfficer's own ego 
| leads him to feel that he will succeed where others might 
fail. This point of view le also indicative of high morale. 


This series of questions appears to be useful in the 
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formulation of policies pertalnin;¡: to pey, retirement, 
forced attrition and einilar nattere. 

Respect and recognition are also importent foals, 
as is indicated by the answers to the following question. 
— How important will it be to you to get respect 
ana recognition from other officers, high level commanders 
ani civiliane? 
Percentage saying 


Cther High level Civilians 
officere comaanders 


This will be my most 
important goal. 13 5 1 


This wlll be à very im 
portent gosl to me. 53 50 26 


This goal will be fairly 


important to me. 2 33 31 
Thie goal will not be so 

important to ue. 7 10 30 
This goal will not be 

to me at all. 1 2 13‏ سه 


Although thie particular question 16 not nartioularly 
pertinent to career planning ar euch, it does point a ræ- 
spect ani recognition es en important consideration in terms 
of the goals of an individual. It is Also interesting to 
note that insofar as respect aml recognition by other offri- 
cera is concerned it stands almost ag high in terns of 


importance aa the atteinment of high rank. 
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V. ATTITUDES RECARDING ASDIONMENT IN 
RELATION TO FAMILY LIFE 


— dn order to determina offleer attitule toward assipno 
menta in relation to fanily life, a series of cuestiona were 
aake Bb iniionteil bslowt: 
Qaeestion: Tow much of your career do you think you will be, 
or want %o be, in ah Assignaent whiten will let you be at 
home with your family? 

Percentage saying 


Think you Want to 


will be be 
Practically «11 of it. 2 26 
Moet of it. 55 $0 
About half of it. 36 12 
Less» than half of it. 8 1 
Practically none of 1%, 1 1 


mestion: How important will it be for you to get assim- 
ments which will let you mend ag auch time as possible at 
home «1th your family? 

Fercentage saying 


This would be my most 
important goal. 6 


This goal would be very 
important to me. 53 


This goal will be fairly 
important to me, 28 


This goal would not be so 
important to me. 10 
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Percentage saying 


Tha goal wovld not be 
important to me at all. 5 


cuestion: How mach will it bother you if you are wiven 
a&ssignaenta which let you spend very little time at home 
with your family? 
Fereentave saying 
J will submit my resignation 


from the service. 9 

J will not resign, but it will 

bother me a great den]. 43 

J will not resign, but 1t will 

bother me some. 36 
8 It will not bother me much. 12 


It is evident from the answers io the abovs puestions 
that the factor of family life is an important one to the 
marine officers sampled. It la ciso evident that the offi- 
cers woulá láxe to spend more tine vita thelr fanliles than 
they think they are going to be able to. It is apparent 
that these attitudes are strongly held. In addition to 
these questions thera were various other voluntery comments 
relative to family life which inclu@ed such items es oom- 
plaints about the need fer frequent moving, inadeyuacy of 
quartera and complications in the eduention of children. 

The family factor is, then, ® very important one in 
career planning, but 1t 1s not one in which the Marine Corns 
hag much choice. The policies aná procedures relntive to 


tne rotation of marine officers were covered earlier in 
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Chapter V. The question of adecuete and sufficient cuarters 
ls e problem which the Karine Corps has long recognized, but 


ene that requires appropriations by the Congress to solve. 
YI. ATTITUDES RÄLATIVR TO RANK یر8‎ ۱۶۰ 


An earlier question indicated that the officers in this 
sample consider rank en lenortant goal in a career in the 
Marine Corpe. In addition to knowing that rank is important, 
it is also valuable to kno» what rank cach ex ects te attain. 
The following is a series of questions, together with the 
ansvers, pertaining to the attainment of rank. 

Question: How high a rank do you GURE and will you yank to 
have just before you retire? 


Think you will Want to have 
have 
ES ¥a jor 2% 
23% Lieutenant Colonel 8> 
565 Colonel ser, 
15% Ceneral 547 


Question: What rank do you think you will be capable of 
holding? 


Ma jor 15 
Lieutenant Colonel 3% 
Colonel 35% 
General 57€ 
CA : “het t+ the lowect rank thet would be necessary 






for you te have Just before you retire in order to gire you 


| the feeling of 8 sueceseful career? 


Ha jor 7% 
Lieutenant Colonel 23% 
Colonel 49% 


General 21% 
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From the above serios of -uertilons it las Interssting to 
note that the majority (53%) of the officers think they ¿dal 
attain the rank of colonel, although a majority (54%) would 
like to attain the rank of general. From a purely statisti- 
ea) point of view, based on the present authorized legal 
percente ges of officers in ench rank, 1t ie theoretionlly 
possible for only 1.97% of a ziyen group of newly comnie 
sioned officers to reach the rank of general and 15.7% to 
reach the rank of colonel. CY course, as the officer pro- 
@resees up the rank hierarchy, hie choncee of resching the 
tor Inersases with each additional rank. In crier to get 
a better ide of renk exvectotions, with present rank Gon- 
sidered, the following -uestions were asked. 
Suestica: If you etay in the Marine Corps until you retire, 
how “ich a rank do you think you will actually have Just 
before you retire? 


Present Expected Renk 
rank of respondent «aj. Lt. Col. Col. Ceneral 

ond Lt. 19% 20% 42% 108 
let Lt. 12 23 4? a 
86671 19 31 50 9 
Ya jor 1 12 72 15 
Lt. Colcnel - 5 WC 24 
Colonel - - 73 =. 


0881907 Tf you stay on 1n the Yarine Corps until you 
retire, what would be the lowest rank necessary for you to 


have Sant before you retire in order to give you The fesl- 


| ing of a *guecessful carer? 
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Fregen? Mei, LA . Cal, Col © General 
rank of resnondent 

“ná Lt. 10% 354 454 105 
Lat if 14” zra 804 10% 
Gantein B = 50 17 
Major 1 11 64 24 
At. Col. - 3 86 40 
Colonel - - 48 52 


It le evident from the answers to these two questions 
that as the officer progresses ap the promotion ladder, his 
expectation of attaining high rank merca ros, Aid, of course, 
ag wag pointed out earlier, his chances increases. This is 
no conclusive answer to the question, however, as different 
officere hold different opinicns, and for sifferent ro. cona, 
recording promotional opportunities. nie poses quite a 
problem in regard te careers in the 4erine  ^rps and the 
forced attrition factor in the promotion law  obvicusly 
works against te realization of promotion on the part of 
the officers. Tuch conflict, however, is inevitable and no 
one would prorose that all officers be promoted to the rank 
of general. It is believed that the tendency to desire and 
expect high rank ie traceable, in « large part, to accslera-~ 
ted promotions during the wer and present economic condi- 
tions. The solution to the problem seems to lie in the 
direction of 4 gradual educational procesa, designed to 
foster the attitude tonta successful career in the Marine 
Coros does not necessarily terminste in the rank of general, 
but that a lesser rank, say lieutenant colonel, oan be 
looked upon as & completely suecessfui career, with any rank 
beyond thie being exce>tional. 
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YII. ATTIN TOYA RETIREMENT 
In order to obtain some idea as to retirement plans of 
offisers ampled, the following question was asked. 


¿mextlon: So you intend to stay on in the service until 


you retire? 


IT intend to retires on the GO year ootion 15K 
I intend to retire on the 30 year option 475 
I do not intend to retire until 1 recch 

the etatutory retirement age of 82. 13¥ 
No, I do not intend to stay ۰ Ys 
I nave not yet decided 19% 
Wiseellanaous resnonses. 5f 


- ho answers hore give a good idea as to what the indi- 
vidual officer thinks relative to the number of years he 
would like to spend in the service. It is interesting to 
note thet only 18 do not intend to stay in and that 75% 
indicate that they will stay in twenty years or longer. 
Thig information is of value in future plenning relative 
to retirement policies. 


VIII. SUMMARY 


This sample of the attitudes of 401 marine officers, 
although enlightaning, is nct necessarily conclusive and 
veution must be exareisel ir interoreting tbe results. It 
ie reasonably elear that officers who consider thenselves 
to be following a technical (T) career feel that this career 


does not offer as much opportunity for advancement as does 
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the operational (C) eareer. Ag to the correctness of this 
ettituce, it would be difficult to give s conclusive answer 
without following the career of each inJividuel officer in 
order to determine whether or not failure of promotion at 
eny given time was the result of a particular career pat- 
tern. In orler to equälire end provide for score rounded 
careerg, the Karine Corps has recently developed a new „oll- 
cy for career asalgnaent patterns, which should reduec to a 
"inizum the enhance of a highly soecialized career for un- 
restrietei officers. The salient @apects of this system 
were discussed in Chanter V. 

Ag Fo tne evaluation of gozle, it was seen tart the 
attainment of high rank le an important goal with a large 
percentage of the officers sampled. Thies, then, is an 
important facter in career planning and ites soluticn is 
not an easy one. Ths distribution of officers witnin tne 
rank strocture, having inherently & broad basse ani à narrow 
apex, mikes it impossible for all offisers in the lover 
renxs to attain hign rank. The solution seems to lie in 
the direction of educating the officer personnel that a 
sucesesful career does not necessarily terminate in the 
rank of general, 

The officer's sttituies toward assignment in relation 
to family life indicate that 2 majority of these officers 
consider being with their family an important goal. At the 
same time, they realize that they will not have tie 
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opportunity of اناد‎ with eur family as wach as vo. 
uth like to be. “ther Ae, in this reepect Brought 
out ine factors of inadeguate quarters, tco frequent moves 
and educitional difficulties vith dhiliren. These, ‘then, 
are Important consideratione in career planning Tid are 
problems to which the solution 1s not easily available. 

It was seen that a majority of the cfficers (71%) 
ganesh to attain the renk of colonel and above but a still 
greater percentages (92%) would gant to attain these ranks. 
Of these officers, 40% feel that they would have had a 
guecessful career if they reached the rank of colonel prior 
to retirement. It was brought out that theoretically only 
15.76 of a given group of newly comaiesloned officers can 
expect to reach the rank of colonel in view of present per- 
centage of officere authorized for each rank, and only 1.97% 
can expect to reach the rank of general. The chances cf 
any individual officer within a particular group reaching a 
higher rank are, of course, increased when any officers of 
the group ere retired for reasons other than Yeilure of ge- 
lection for prowotion. In any case, this problem of Cesireá 
atteinment of high rank ia @ real one and nct one thet can 
be easily solved. The general direction 7ه‎ 1٤و‎ solution 
was @uggetted earlier. 

Finally, the question of when officers expect to retire 
wag covered, ani the majority (47%) Indicated they intended 


to retire at the end of thirty years. This aguin poses A 
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real problem. It is similar tọ the problem of attainment 
of high rank, in that an officer must go up or out. fn 
order to assure thirty years service, the rank of colonel 
must be reached. As wis pointed out earlier, only 15.74 of 
an entering group are destined tbo become colonels. 
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CHAPTEN VIII 
SUMMARY AND CORCLUSIONS 


officer career planning involves many factore and 
problems, the majority of which are interrelated and intra- 
átvenient. For the Kzrine Corps to manage the careers of 
ite officers adequately At sust first plèn anå develo a 
aystem of sources cf entry end selection from which suitable 
officer candidetes can be obtained. Unless initial selec- 
tion is soundly conceived, there eon be little hope of 
bullding.& first rate organization. The sources of officer 
procurement for the Marine Corps are well developed and the 
eclection preeeas is highly competitive. The Corps has the 
&dditlonsl problem of keeping theses sources alive and of 
competing with business, industry, and the public service 
in attracting eapable young men. Thies le, essentially, € 
“public relations" problem, but it also invelves a continu- 
ing evaluntion and adjustment of incentives such ae pay, 
promotional posaibizities, retirement benefite and other 
more intangible factors which an individual may $onalder 
in choosing a coarser. 

For the karine Coros to assign, train and promotes ite 
officers effectively, it is necessary that an classification 
eysten be designed which facilitates these processes. The 
Classification System in the Narine Corps has been developed 
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as £ result of a careful study, utilizing the generally act- 
cepted procedures for good job analysis, and the resultant 
process of classification. The classificetion of cfficers, 
in accordance with rank, provides a definite promotion nier- 
arohy. The classificetion, in terms of tyoes of appolntoent 
and duties performed, fecilitates the selection process and 
simplifles the overall @ssignnent of officer personnel to 
various activities of the Marine Corps. The classification 
in accordance with cualifiestions fasoiliiatos nssignaentg 
and training; end, should mobilization besome necessary, 
vastly; sisplifiee expansion from & peseetine cadre to a 
full wartime Marine Core. 

For the Marine Corps to assure that its officers are 
highly competent to serve effectively in the event of future 
war, 1t la necessary that these officers be developed 
through intelligently planned rotation of assignments E 
that each officer may become qualified for edvaneesont to 
positions of Inereaging responsibility. This is the heart 
of career management. It is here that any zlannel manage- 
ment of an officer's career must take place. The Karine 
Corpa! present policies and procedures relative to the 
zasignaent of officers are oriented tovari elimination of 
ronested asslgnaents to the same duty unless speci«li zation 
in a single Military Cegupatianal Specialty 1s indicated. 

In implementing this program, the Karine Corrs is atteapting 
to broaden the experience of a certain group of its 
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offiesrs (unreetriotol) and s ecialize the experiense and 
training of certain others (supply and limited duty offi- 
cers). A career assignment pattern has been ectablished as 
a guide in esclening and retealgning newly commissioned un- 
restricted officers. The program outlines 2 pattern of 
assignnents over a period of twenty years; beyond this no 
particular pattern م1‎ visualized. Certain difficulties are 
being encowtered on ascignacnt of newly commissioned offi- 
eers to a one year required tour of duty in infantry. This 
particular ¡policy is *fleoding” the infantry field in tie 
Fleet Yarine Forces and is affecting the assignment of ell 
officers. The solution of this problem is net an eazy one. 
Tho Marine Cor;e must yamine ite poliey relative to this 
particular assicnment. Cne solution involves a reconsidera- 
tion of the ratic of “infantry officere’ ani "Ainfentr; com- 
manders”® to the other specialties (engineer, tank, artillery, 
anphiblous tractor and communications), and to the available 
billets in the Fleet Marine Force to train these officers. 
A reexamination of the Marine 2Coros'! policy relative to 
classification of unrestricted officers also is necessary. 

in orier to attract sen of high caliber to the Herine 
Corps as a e&recr, the pay, promotion and retirement bene- 
Tits are important Consideraticns. Aa a result of resent 
legislation, the pay cacales of offleer personnel in the 
Marine Corne heve seen Adjusted upward. The »resent pay 
compares favorably with civilian jcba of corm parable dutleg 
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and responsibilities, but the ranges of pay in the various 
officer grades are much narrower than in comparable civilien 
jobs. The officer is restricted to the pay of his grade end 
the outatanding officer is paid no more than the worst offi- 
oor of the same grade. Periodie increases, based on years 
of service, are provided for, and officers reecive a cons 
siderable inorease eaoh time they are promoted. Officers in 
the Narine Corps, while well palid, cannot expect to reach 
salaries équivalent to these paid to top bracket civilian 
workers and executives even if they attain the highest 
rank. 

Of particular importance to all officers is the factor 
of promotion. The system of promotion for officers in the 
Marine Corps is a highly competitive process involving se 
lestion for promotion by “selection boards*, followed by 
professional and physical examinations. The ratio of the 
legal allowances of officers in the various grades establi- 
shes a rark pyraaid with e bread base ani narrow apex, which 
makes impossible the promotion of all officers in a lower 
grade to the next higher grade. A promtional flow chart 
graphically tllustrates the nunber of officers of a given 
group who might normally expeot te reach various ranks. 

A report of an investigation of the careers of Marine offi- 
 eers commiseioneä in 1920 lenis further evidence to the “up 
, or out* aspects of promotion in the Marine Corps, má the 

| Limited nunber of officers who will normally attain high 
rank. 
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While some of the retirenent provisions and benefits 
for officers are liberal, others force the “non-selected 
for promotion officer" out at an early stage, with severance 
pay only. The Marina Corps officer must remain physically 
fit, and under the “persentage of disability® provisions of 
the new law relative to retirement, the system is more re~ 
strictive than formerly. The idea behind the present law 
is that grievouely disabled persons should receive proper 
soapensation, while persons with little service and minor 
disabilities should reosive correspondingly less pay. 

Àn iaportant element ín any organization is tne atti- 
tude of ite personnel. Offloers sampled in a recent gur- 
voy consider a "technical" career inferior to an "operá- 
tional* career. There waa a feeling on the part of the 
officers who are now following a technical career but who 
would change to "operational" careers if they were to begin 
thelr careers over, that in ‘technioal” eareers there is 
less ehance for advancement and lees reeognition. The 
majority of all officers sampled considered the attainment 
of high rank an important goal. The opportunity for family 
life is also a very important goal and the officers felt 
that they would not ba able to spend as much tias with their 
families ae they would desire. The majority of the officers 
sampled intended to stay twenty or thirty years, and only 
one per cent diá not intend to remain in the Karine Corpse. 

À considerable larger percentage of officers believed they 
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would attrin the ranks of eolonel end general than ła theo- 
yetically poeeible under the prerent promotional syster. 


13. CONCLUSIONS 


The general conclusions that ern be drawn fron the 
foregoing Glecussion are; 

1, The Karine Corpse hee a well developed eystem of 
Giversifiea aourees of officer procurencnt and releetion 
for initial entry. 

2. The Merine Corne syetem cf officer claseifice tion 
and the classification of jobs is sufficiently wall erele 
to provide A framework for &aslpnment, training and prome- 
tion. However, the policy relative to elsesifying all une 
restricted offieers in primary Military Cceunationel Spe- 
cialties within only six occupational fields, while probably 
degirable, ig Gifficult to aceomplish rraetically. 

3. The kerine Corps eystem of rotation of the resigno 
ment of officers 158 definitely an attempt to manage the 
careers of each individual officer in teras of the needs of 
the Kayine Corpe and the preferences and cuslíifientionsa of 
the officers conterned. The polleies aná methods for imple- 
menting the program ere sound and workable. They ۵ 
training in cosbat organizations, varloue staff headquarters 
and other activities, together with pericdio service 
conducted schooling es well se civilian collegs treining. 


The cresent plan ia relatively new and eufficient date are 
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not now available to reach specific conclusions relativo to 
Ate adequacy. It does appear, however, that with certain 
modifications (covered earlier) the Marine Corps will be 
able to manage the careers of the majority of its officers, 
at least up to twenty years of service. 

4. Pay, promotion anà retirement are important “career” 
considerations. These factors, however, are reguleted by 
law and are ones over which the Marine Corps has little 
control. The pay of an officer new compares favorebly with 
similar jobs in civilian employment. The promotion process 
is considerably different from that in business and industry 
and involves "forced out” provisions. Some of these provi- 
sions, while seemingly ruthless in nature, are necessary in 
order to keep the general average age of Marine Corps offi- 
cers young, to allow for more rapid advancement of the better 
qualified officere, and to prevent the military job from be- 
coming & ainecure. The tenureof an officer, in other words, 
ia not assured. The Retirement provisione, on the other 
hand, are liberal in many respects. Severance pay is paid 
to those who are separated early, and retired pay to those 
who may be retired at later stages of their carecr. 

In the final analysis 1% may be said that, while the 
Marine Corps does not provide a enreer of permanent and 
asewed tenure for all its officers, 1t does provide equal 
opportunity, the road is open from junior to top positions, 


aná the economic security provided compares favorably with 
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siniler cívilimm positions. The Marine Corps is making a 
sineere effort te improve oareer planning and career possi- 
bilities, but it aust be constantly borne in mind that for 
high morale 2t is necessary to ocneider the desirar end 
ambifíons of the individual officer as wel). as the needs 
of the service. 
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University, California, Stanford University Press, 
1941. xvi plus 239 pp. 


Jucius, Michael J., Lersonnel Management. Chicago: 
Richard D. Irwin, Inc., 1947. x11 plus 695 pr. 


Mosher, William E., and J. Donald Kingsley, Publlo Ler& 
8 atra . Revised edition; New York: 1941. 
x plus 671 pp. 


Roethlisberger, F. J. and M. J. Dickson, Management and the 
Xorker. Cambridge: “arvard University Press, 1959. 
xxiv plus 615 pp. 


Stuit, Dewey 3., editor, Lergounel Research and iest Re- 
in the Sureey of lleval Personnel. Princeton: 
Princeton University Presa, 1947. 513 pp. 


Zhe Jeover Commission Recort on Organization of the Lxecu- 
tive Branch of the Government. New York: Metraw-¥i11 
Book Company, ine., 1949. xvi plus 524 pp. 

Training Solutions of Company Problems”, Studies in Fersen- 
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C. Unpublished Materials 


“Assignment of Newly Commissioned Officers” (Unpublished 
Memorandum from Director of Personnel, U. 5. Narine 
Corps to Director of Flans ani Folicies, U. 3. Marine 
Corps). 


Godbold, Srighte D. (Lt. Col. U.3.A.C.), "Lecture on Clasal- 
fication* (Unpublished paper given at Headquarters U. 5. 
Marine Corns, Fall 1949). 


Hovatter, Edward M. (Lt. J.S.N.C.) “Leoture on Classifica- 
tion” (Unpublished paver given at Headcouarters U. 3. 
Merine Corps, Fall 1949). 


“officer Attitude Survey" (Extracts from Unpublished letter 
from Commandant J. 5. Marine Corps to writer, May 1950). 


Officer in charge Procurement Branch, Personnel Department, 
U. S$. Marine Corpa, "lecture on Officer Procurement”, 
(Unpublished pacer giyen at Neaicquarters U. 3. Marine 
Corps, Fall 1949). 


"Officer Promotion", (Unpublished Recor:s, G-l Section, Plans 
and Folicies, Headquarters Y. S. Marine Coros). 


"Sources of Officer Procurement", (Unpublished Records of 
Procurement Branch, Personnel Department, U. 2. Marine 
Corps). 


"U. S. Marine Corps Authorized Strength for 1950", (Unpub- 
lished Records G-1 Section, Plane anî Policies, Herd- 
quarters, U. 3. Marine Corps). 


J. S. Marine Corps, "General Order No. 42". 26 September 
1949 (Unpublished). 


D. Interviews 


“Interview with Officer Coordinator", Detail Branch, Ferson- 
nel Department, Headquarters U. 5. Marine Corps, March 
1950. 


| "Interview with Officer-in-eharge Procedure Analysis Sec- 
tion", Personnel Department, U. 3. Marine Corrs, March 
1950. 


"Interview with Officer-in-charge Separation and Retirement 
Branca”, Fersonnel Derertment, J. $. marine Corrs, 
Mareh 1950. 
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Code 


152 
APPENDIX A 


OFFICER OCCUPATIONAL FIELDS 
U. 8. MARINE CORPS 


Zitle 
PERSONNEL AND ADMINISTRATION 
INTELLIGENCE 
INFANTRY 
LOGISTICS 
ANTIAIRCRAFT ARTILLERY 
FIELD ARTILLERY 
UTILITIES 
ENGINEER 
CONSTRUCTION AND EQUIPMENT 
SURVEYING AND MAPPING 
PRINTING AND REPRODUCTION 
TANK AND AMPHIBIAN TRACTOR 
WEAPONS REPAIR 
PIRE CONTROL INSTRUMENT REPAIR 
AMMUNITION AND EXPLOSIVE ORDNANCE DISPOSAL 
OPERATIONAL COMMUNICATIONS 
COMMUNICATION MATERIEL 
ELECTRONICS 











Code 


133 
OFFICER OCCUPATIONAL FIELDS 


U. S. MARINE CORPS (continued) 


iiue 


SUPPLY ADMINISTRATION, ACOOUNTING, AND STOCK 
CONTROL 


SUPPLY PROCUREMENT, WAREHOUSING, SHIPPING, AND 
RECEIVING 


SUPPLY SERVICES 

FOOD SERVICES 

DISBURSING 

NOTOR TRANSPORT 

STEWARD 

MACHINE ACCOUNTING 

POST EXCHANGE 

PUBLIC INFORMATION 

PHOTOGRAPHY 

TRAINING AIDS 

SPECIAL SERVICES 

BAND 

GUIDED MISSILE 

CHEMICAL WARFARE AND RADIOLOGICAL SAFETY 
SECURITY AND GUARD 

AIRCRAFT MAINTENANCE AND REPAIR 
AVIATION ORDNANCE 


11 





۱ 
۱ 


Code 


66 
67 


71 
75 


134 
OFFICER OCCUPATIONAL FIELDS 


U. 8. MARINE CORPS (continued) 


Title 
AVIATION ELECTRONICS 


AIR CONTROL 
AEROLOGY 

AVIATION SYNTHETIC TRAINING DEVICES 
AVIATION OPERATIONS AND INTELLIGENCE 
FLIGHT EQUIPMENT 

PILOT 

IDENTIFICATION 8 


The above Officer Occupational Fields taken from 


9 NAYMC 1008-PD, revísed; U. 6. Marine 


121 
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APPEMDIT B 


CATWQQFTES OF OFFICER MILITARY 


GOCUCPATIPRA. CTNGIALTTWR D. A., MARINE CORP 


Me CAPTGIRY I = 008 suitable as tbe primary “07 of a 


CODE wo. 





5h50 d 


102 
1201 
1802 
1503 
2501 


7301 
7302 
7303 
7304 
$961 
9908 
$905 


reguler unrestrioted officer 
yos TITLE 
BETIS 1۳ ۳۵۱ STAR. 
7۱3/۱۳۲۲ GFFICER, 
BASIC BSD ۳ص‎ OFFICE. 
۲]: ۷21۲ من‎ 
BALTIC BOMB OFFICER, 
CINE OFFICER. 
MOTO TARF Ri ADRHIBIAÉ TRACTOD OTFIONM, 
TANT CFEC. 
MMPSIDIAE TRACTOP OPFICRE, 
BASIC COMMUN TCATIUP OFFICE. 
COMAUTICATION office, 
Bav PILOT (OFFICE). 
PILOT, WHF (OFFIC). 
PILOTO, WWF (N) (PRIOR) 
PILOT, VOR (OFFTCRR). 
BATIC OFFICER. 
Û HOR — — 


NE ARAL 772 
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138 
6:706 ۴0 OF OYFIOER ۲ 


OgOUGPAYIONSL "T"CT4LCIE? U. 7. MARIOS COMPO (CONTIN ED) 


Be 0۵ II + Mite suitable as the primary Po? of a 
regular Lisited duty officer 


geng وس‎ Non LITER 


0105 ANMINI THATIVE OFFICE. 

0110 FER NRE BH. CHAMEIVICHTIGE ANT ar’ TaeNT 
OFFICER. 

0130 ADJUTUUT, 

0°40 TROTO-TNTURPRITRTIDS OFFICTR, 

0407 ORDNANCE OFFICER. 

1116 UPILITIAS OFFICER, 

1510 NOTEK KLIIMAT OFFICER. 

1360 JOWCTOUCTIOY OFFICKR 

1450 TELIZF MAJIING OFFICER. 

1440 MAPPING OFFIC. 

1510 ,RIVTI'G OFFICE". 

1550 WePrerUOTION OFFICEP, 

2610 TADIS OFFICER. 

2630 FIGs OFFICE. 

2710 RADAR OFFICER, 

$005 "OTPLY ETATER OFFICER, 

$008 PUBLICATION? DIPTPIBUTION OFFICER, 

3008 INDOOTRIAT, FELATIONY! OFFICIR, 

3010 VEIT SUPRLY OYFIOCSR, 

3015 SEPGRAL RIPET? CUPPIY OFFICER, 

$050 ORSMANCE SUPPLY OFFICER. 


AR 





137 
GA: 2 ۰۳٣ 7 
ain Timid. <7 مم .وج‎ goc (êlêye) 


TX =- o t's sviteble as the primery WOT or a‏ 010۳ھ )8ھ 
regular limited duty officer (continued)‏ 


ponz Fo. AL TE 


3025 "MOSES ۳۷77 75 

3030 IffTao' 10^ "upytiY OFTTCTR. 

2085 “NE CTRAMUDORT UUPMLY OFFICER, 
$045 GrnovT'z"G CUTTIY arric., 

3050 COM Tey ORLY OFYICBR. 

232000 IVIATION 17 OFFICE, 

3075 ۷1۳۳۲۳ E IETENTONY OFTICYR. 

$050 PLANT kROCOUNT OTVICONR, 

$140 و و‎ TOMO TORTA TION OFFICER, 
$150 PUVOSASINO AMO COWTRAGTINO OTTICAR, 
3340 POOD BIS BOTOR. 

3405 “TOBURTING OFPICAR, 

3520 EOT% TRAPTPORT OFFICE. 

4010 VICTIME sOCOURTING OFFIC. 

4130 PO"T KXCRAWGE OFFICE. 

6410 3.15775177۰ *"SIVTENAECE MWO REPAIR OFFICER. 
6516 AVIATION GROFAPCE 54 

8619 AVIATION 6LYCTROPICT OTTICUIR, 

6710 AIR COETACL OFWICUR, 

6810 QESOLOGY OFTIOXIR, 

$910 AVIATIO) DYWTEZTIC BAMIN ITEM DYFICER, 
7010 CVIeTION INTELLIOSNCE OPFICUR, 


iii 





08017731۳۰17. 


7غه .5 


Cons "o, 
7040 

7110 

02 CAY 


0105 
0223 


0130 
0130 
0216 
0230 
0240 
0310 
0416 
0430 
0440 
0710 
0610 
0840 
1110 
1310 
1350 


138 
0471007217 07 7۴:69 MILITARY 


POM + 1 ۶ JF. Pe WAJIR COM)yO (CONTINUED) 


TI - SE tg suitable se the primary “00 of a 
reculer licited duty officer (continued) 


mos 1123 


OPERATIONS OYFICOR, AIF 5. 

2ا0 31317 97117:7607 "767۳۔۲۴۰ 

111 - (1058 401680 16 es the primary "O^ of a 
regular warrant or cowissiocned werrant 
officer 

TOMENTOCPRATIVE OFFIC MR. 


PERBOMMRL CLASSIFICATION ako «kT 07 
OFFIC oR. 


ADJUTANT. 

TO^T.I OFFICER, 
COTNWTERTNFTELLIGENCE OFPICZSR, 
IPTELLIGEFOS OFFICER, 

PROTOS TPPERPHETATION OPFICTR, 

MIRINS GUYwer.‏ 7117777 0ر 

TEME FARTY OPFICER, 

TRABSFURT SUARTKREAUTER, 

LOGISTIC ADNINIOTRATIVE OFFICER. 
sETIAIRCRAPT ARTILiGRY MANINE GUNNS. 
FIZLD ARTILLEPY "APINT GER. 
DEVAL GREE 2۴08 ج‎ 

1۳۳111 21۳ ۳۰ 

16 77۷07 ۱۲] ۳9 19۳ 0 

TAUCTION OFFICER,‏ را 


iv 





وا ناد ہد 





000122 ۲1 ۶ 


77٦‏ ہت 


SARE WO. 
1430 
1440 
1510 
1580 
1810 
1840 
1870 
2110 
2210 


2200 
2310 
2330 


2610 
2630 
2710 
52005 
5008 
3007 
$010 
$015 


CATIDODIZS OT OFFICER VILITARY 139 
WPICIÓNTIPE F. P. ARTO GORT (CNTY) 
I1l- "Q's suitable as the primary YOr of 4 
regular werrent or colriasioned warrant 
officer (sontinuad } 
wor TITLA 
RELIEF WAPSIXKO OPTICNT, 
MAPFIYG OFFICER, 
PRINTING OFFICER. 
PLPRODUCTIOH OFFICOR. 
TANK ANT RXETHDIAW TRaCTOP WARINE GUEVIR, 
TANE MAINTENANCE OFFICRR. 
AMPHIBIAB د‎ VAIETESANCE OFFICER. 
YEAPONÉ REPAIB 0۹۳۷۰۲08۰ 


ANTIAIRCRSFT ARTIIDSY FIAT COPTRAL 57 
REPAIR OFFICER, 


OPTICAL INSTRUMENT AND TIKETISCE PEATE AFF, 
۷۸۷17۷ ۲۷7790 ۷ ۰ 

EXPLOSIVE 000ا ات‎ DIVFORAL OFTICER, 
MOTISTAWNT ”کان‎ 0 10050 FIOM. 
RADIO ۰ 

۴1188 027760 ٠ 

RADAR OFFIC. 

PUYPLY STATUS OFFIC™, 

FUBLICATIONS DISTOTRUTION OFFIORR. 
DAPEPY ۳۰ 

UNIT PUPPLY OFFICER. 

OSXNERAL DCROPERTY SUYTIT tre, 


v 





RAR TIP! 
E, ة٦‎ 


gms To. 


$020 
anne 
3030 
3035 
3045 
3050 
3080 
3075 
3080 
3110 
3140 
3160 
3210 
3260 
3270 
3310 
3340 
3350 
3410 
3510 
3520 


CATIOT ZI QP OFTICUR MILITARY 140 
فل‎ "S. p. MARINA ۵ ۲۷۱۳۲13087 ( 
211 ۰ ۷۲۳۸۵ suitable «6 the primery Woe of e 


regular warrant or eonissioned werrant 
officer (continued | 


Yo TITLE 

GREMANCE SUPFLT OFFICER, 
RAINIER SUOPYLY OFFICER: 
Terus OY 7. 
HOTS TRANTIgSBT ۶۳۲۳۳۲۶ OFFICER. 
CLOTSIKG SUFTLY OFTIZEN, 

ORT ANN SUPPLY ۹۹9 ۰ 
AVIATION SUPPLY OFFICER, 

۵777 BD 1107008۳ ۳۳٣ 8 ه‎ 
PLANT ACCOUNT OFFICER, 
"HRREWOUCING DPFICUM, 

FEEIONHT TRABTPIFTETIER OFFICER, 
PUMNOMAKING A5" 008178770 OFFICES. 
STATE OFFIC, 

LAUNPRY CFTICWR, 

SI” DELIVERY STE. 

RAEKWSY OYTICER, 

Fach TIWEOTOR, 

PIPE FIFTIES: 

ke" Let Ap DISS orrot, 
IGF TROT NIU 28٧. 
MOTO? TRANPFORT OFFICER, 


vi 





222071767 -د‎ 
0. ۵ o7 


د 
3810 


4110 
4130 
4310 
4610 
4560 
4910 
4960 


5210 
5230 
551¢ 
5610 
9650 
5546 
5710 


5810 
5840 
5880 


0180 هح‎ Or SZPIC سروح ريا‎ 141 
ے01 ت۲۰۷‎ TIE "UU o, MAI CONT (Corrie) 
311 - «705585 suitable es the primary “OS of a 


reguler warrent or coosiesioned warrant 
officer (eontinusd) 


UD” IPLE 


UPCWIBIAN T"UOEKE OFFYIOWR, 

۴۹7۷ ۸3 OFFIOZR, 

OFPICIR,‏ 0010۳7010 ۴0:۸ بات را 
A SUITIUG OFYICUM.‏ 

FOOT CXCKANGEL OFFICUR. 

YUBLIC INFORMATION OFFIC. 
PHOTOGRAD NIC OFFICE. 

WTIOR PICTURE PROUTVCTION OFFIC. 
TRAINING AIDS OFFICER, 

RANGE OFFICER, 

CLUB MANAGER. 

CONRESTORD ENC © COMOUL OFFICIR, 
2003۸1 SMRVICLS OFFICER, 
BPD OFFICER. 

1۲1718577 311777817 OFFICER. 
"D3ILF GUIDANCE OFFIC. 
PIUETLL PROPULSION OFFICE, 


۳ 001 ۳2۳ AMD RADTOLOGICA SAFETY 
007: 


67۳ 11 ۲ بل‎ (9۱۲ 25 IFFICTR, 
TLITASY POLICE OFFICER, 
PWG NARSRAL, 
vil 






-— 
(eames ` wn af vr ١ موه‎ ca CERNI, 


A A 





alm مد‎ 
AR m 
MATTE LAN 
are TE روم‎ 
AUD MATT 

جح A‏ ۳۰۰۱ جس 
تمل هخس anîme‏ 





TE D/‏ 2 یہ ےہ دس 
ا اص مو ندید TTU»‏ 
او ا 
dm —‏ 
us‏ 


Y MAL 


7 بات 


3009 
300 
3015 
3020 
3025 
$050 


$050 
3060 
3130 


142 
تا‎ 7207: OF ORFITR ۲ 


DU. €, CADIZ 0007 001187 (‏ ۸ دمه 
TII - MO^'s suiteole es t^e primary "OF of &‏ 


regular ۳۷۵ ۵ or co cissioned warrant 
officer (continued) 


uo TITLE 


ATHCRAFY WAINVTRERACT ANT (LPAI 5۰6 
SVIAPTION ORDNANCE OFFICES, 

AVIATION SLECTROWICE OFFICER. 

IR COPTROL OFFICER. 

PEROLOGY OFFICER, 

AVIATION 777777555 TRAINING EVI OFFICER, 
AVIATIO9ND9 INTELLIGENCE OFFICER. 

OVERATIOM® OFFICOR, 410 FIELD, 

FLIGHT ESUITXEENT OFFIC RR. 


/'Y IV = MOS's sulteble as tue prímsry vo^ of a 


reguler supply duty only officer 
CUPPLY OP"1685, 
UNIT SUPPLY رج تب‎ 
GENERAL PROPERTY SUPPLY OFTICER. 
RDNINGE GUPFLY OFFICER. 
ENBINWER SUPPLY OFfTIOW". 
CSGURONIOS UUTYIY SFFIOER. 
VOPQP THEN IT TUTTLY OTTFICHR. 
CONMISSARY "UPPLY QFFICER, 
'"VIATIOX ÜTILY OFFICER, 


PURCHASING AD CONTRACTING OFFICER, 


viii 





mE 
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CATRGINTES oF 17710001 “ILITARY 


op CR nr AL, CWULILLTIES U. ۹۰ 01708 51577" 01278 ( 


i. 1 ۷٣۷ 


CODE Ne. 
3540 
3405 
3520 
9902 
99098 


ya 
d 


B. 7 


< 


0101 
0105 
0110 


0190 
2001 


4001 
4010 
4501 
4510 
9901 
$903 


0108 


TV = Worte suitable ws the primery "9° of a 
regular supply duty only officer 
(contirued) 

wor TITLE 

POOR DINSCTOR, 

"IEBURSING OFFICE. 

VOTOP THAREPCRT OFFICER. 

“OLOWEL. 

GENEPAL OFFICER. 


V = YOS suitable ab the primary TOS of a 
regular woman officer 


BASIC PERSON We &avInictTRATIOM OTTIOTR. 
ADMIWIU"TSATIVK OFFICER, 


FIRSOBNEL CLATITFICAITICOE AND 97آ‎ 
OFFICER. 


FPERCONWTL BEORARCY OFFICER. 


BAPIC SUPPLY ADEINI. TRFATIOK, ACCOUCFTI"G, AND 
"DOCK 0170007: ۰ 


BASIC MACHINE ACCOUNTING 7 
(ACHING ACCOUNTING ۰ 

BASIC PUBLIC INFORMATION GFFICKR. 

PURLIC INVOOUATION OFFICER. 

BacTC OFFICER 

COLON EL . 


YI - O's not suitable as the primary 10° of 
any regular officer 


VV Be CINE. 


ix 





TOHOLALTIO® T. 9. ASHE Coun‏ له 


Y. 


0107 
01082 
0109 
0170 
0190 
0201 
0205 
0271 
0272 
0875 
0274 
0275 
0375 
0277 
0278 
0291 
0292 
0293 
0994 
0095 


0998 


ANTS YT E ' 


O OF PUR ۲ 144‏ نا کیان 
(GONPINUED)‏ 


not guiteble an the primary 20” of 
any raguler officer (continued) 


#0) TITLE 


31۷11 AFFAIMG/9i1i1TÀEY م۷٠ »صمصسشه‎ 5 
LEGAL OFFICES. 

UNIT OFFICER,‏ مرم مهو 

| KL, OFFICER, TTL.TT-l. 

"Eh 1777 ۹ ةۃ|86‎ 


OTPFICER,‏ ای سای و بط 


", DGOR TT 


WEGE 
TINTIAGE 
LANGUAGES 
LANGUAGE 
17.۸۷۰۳) 
LANGUAGE 
ال ای‎ 


w E 


4 


+ 


الجن ۵ 


Es 


m rg ok os مسر‎ 
BRITA 


Ui 


LAPGUASGE 
LANGUAGE 
۲۵۷077 75 


LANGUAGE 


OFFICER, 
OFFICER, 
OFFICER, 
0167, 
GPFICER, 
OFFICER, 
OFFICER, 
07777۰, 
OFFICER, 
OFFICER, 


1 OFFICER, 


OFFICER, 
OFFICER, 


OFFICER, 


x 


ANCE OFFICER. 


J Arab See. 
ANIN. 
GRIESE. 
» 88101 — 
FT RE TE 
171778937. 
TWEL NH. 
TANE., 
TM LIÉKN. 
PRICE 
TOETUSE TON, 
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OGOHfATIONAL RPECTALTITS U. ©. MARINES CDF (GOPIFURD) 


f. okTZCOP"T VI - Moe's not suitable as the primary "O^ of 


G yo. 
0505 
0306 
0401 
0405 
0406 
0701 
0705 
0708 
0707 
0708 
0805 
0608 


0807 
0806 
0609 
0670 
1101 
1501 
1401 
1405 
1501 


any reguler officer (continued) 

wor TITLE 
NAVAL AVIATION OBTETTTER, TACTICAL. 
OPERATION" ¿UD TRAINING OFFICER, 5 
BAUIC LOGISTIC’ OFFICER, 

COMBAT SUPPORT OFFICER. 

LOGIOTIC” OFFICER, MEF-A. 

BASIC ANTIATRCO CAPT ARTILLERY OFFICE. 
ANTIAIRCRAFT ARTILLERY OFFICER, 

IIGTT APTIAIRCRAFT ARTILLZRY 7627 8 

SAVT AWTIAIPCRAPT ARTILLERY OFFICER. 
“ERARCTLIGHT OFFICER. 
NAVAL AVIATION OBOONVER, ARTIILIRY, 


TIELO ARTILLURY OF SRATICHE AMT TRAINING 
OFFICER. 


FIZL ARTILLERY TETRL. IGONCE OFFICER. 
“OUND RAVQING OFFICER, 

ARTILLERY ROCKET OPFTCER, 

FIEL? ARTIZLUBY *UPYRY OFFICER, 

BASIC UTILITIES OFFIC. 
BA"TO CONSTROOTIOU 43b WQVIEWENT OFFICER. 
BASIC DIUVETIVG AFD MAPPING OFFICER, 
WILITASY ۵ 
19۸,۳1۳ ۳5۹۳۳۲۹۵ AND RAFBORUCTTM OFFICAR, 

x1 
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FP. CTuG 7" VI - WQ^'8 not suitable ag the primary “0” of 
any regular officer (continued ) 


"o, Mos TITLE 

2101 BATIC WRAT: REPAIR OFFICER. 

2201 5۳ 10 FIVE CONTROL INTTRUNENT RENAIR OFFICER. 

2501 PATIC AMNUPTTIOT] ۰, 

2601 BAPTC COMMUFICATION ۸۳۷7 OFFICER, 

2701 BIC YLEOTRO'IC" OPFICHS, 

$040 POS? E CMARGE CUFFTLY OFFICER. 

$101 Ba IC PROCURENENT, WARENOUSIEG, MITTIN, ANT 
RECEIVING OFFICAR. 

3201 BASIC SUPPLY CERYICUS OFFICER. 

$105 G^4VE" RYOI"TOATION ORTICER, 

3301 BA^1C FOOD ^XPTICES OFFICER. 

$401 BASIC DISBURSING OFFICER, 

2501 BMY COTOR TRAMCPOPT OFFICER. 

$801 BASIC UTWEAFD OFFICER, 

4101 Bar: PORT EXCHANGE OFFICIR, 

4330 ۱۰5 ۳۳۳ 162۸ OFFICHR. 

4340 RECRUITING 0 . 

4501 BASIC MEXTOORAPTIC OFFICE, 

4901 BASIC TRAINING MO TRADMUIFO rb ۷ 

4905 TRAINING OFFICER. 

5201 BA^IC "FECIAL SURVICET OFFICER. 

5205 VTKLÁTIC AND RECREATION OFFICER. 


xii 
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IPEDS Y, ۱٠: DARIN CORTS (CIWTINOED) 


Y, CATWERCT" VI - wOe's not suitable es the primary SO” of 


5206 


$207 
5501 
5601 
5605 
5506 
$701 


8801 
EUS 
6401 
6405 
6501 
6601 
6701 
6720 
6801 
5805 
$901 


97602 


7101 


reguler officer (conti-ued) 
8098 8 
EDUCATION APD ۳۹۳27773 ب77‎ 0 OFFICER. 
PRPARATION anh CIVIL AMOUNT Jri. 
BASIC BAND OFFICER. 
BAPTO GUIDED KISTILE ۱۲ 10 ۰ 
ORDNANCE ENGINTER (PG), 
KLECTRONICO ZEGINZER (70). 


CHENICAL VARFARE ABOG RA TOLOSICAL‏ معيو 
VATRTY OFFICER.‏ 


BACIC SECURITY AFD QUARZ OFFICAR, 

YROVOCT MARSHAL. 

BAvIC ATRCORAPT MAINTEVANCS AMD AEFAIR OFFICER. 
ARRONAUTPICAL ENGINEER, 

BASIC AVIATION ORDHANCE OPFISER, 

RATIO AVIATION BLIOTRUNIO" OFFICHR, 

AMIO AIF COVTHOL OFFICER. 

070171 COPPANLLED AYPRGACN gero. 

BATIO AGROLOSY OFFIC. 

MNCLOGICAL ENGI NBER. 


BANIC AVIATION JYNTUETIC TRAINING Trvicr 
DPFICHR, 


9: AVIATION QYRARTICN^ (Eo INTELIIGUKCE 
OFFICER, 


BATIC FLIGHT EXUITMZENT OFFICER, 
xi11 
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تم یریب و رپ انیٹ 


SERGE U, 9, FARINE GUEY (CONTINURD) 


P, CAPRINO VI e VO^'s8 not suiteble es the primary ¥0? of 


CORE TO, 
7331 
7532 
7555 
7554 
7335 
7577 
7379 
7301 
7383 
7504 
7586 
7595 
7395 
9905 


The above ۷7 


RANSC 1008-I 
$e 405, 


any regular officer (continued) 
MOS TITLE 
PILOT Vila (OFFICER). 
PILOT WEP (OFFICER). 
PILOT VEF (JET) (OFFICER). 
PILOT ۳۳۵ (OFFICER). 
PITOT VME (OFFICER). 
INOTRUMINT FLIGHT INCTRICTOD (OFFIG™R). 
THOT PILOT (OFFICER). 
1۸07 71۳ PIGNAL OFFICER, 
FOWWARD AIR CONTROLLER, 
är FTF OPT CONTRO, OFFICER. 
AIN DEFENCE CONTROL OFFICER, 
IFIATIW OPERATION OFFICER, ×۳۷ ۰ 
ATIATI" LOGISTIC’ OFFICER, "TAFEF-4. 
"An ATSIGUMENT OFFICER, 


Code *usbers and Titles from "O^ Hanual. 


|, revised; U. ^. Marine Corps, 1949. pp. 403 
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OFFICER SCHOOLS AND COURSES 


TOR LEVEL 
ROHNQQL QR COURSE 
| National War College 
| Armed Forces Staff College 
| Industrial College of the Armed Forces 
Naval War College (Senior Course) 
Naval War College (Logistics Course) 
HIGH LEVEL 
| Amphibious Warfare School, Senior Course 
Command and General Staff College 
Department of Operations and Training 
Department of Personnel 
Department of Intelligence 
Department of Logistics 
| Air War College 
INTERMEDIATE LEVEL 
| Amphibious Warfare School, Junior Course 
Ar Command and Staff School 
| ADMINISTRATIVE 
! Foatgraduate Personnel Administration and Training 
| Management and Industrial Engineering 
| Methods Analysis 


Naval Justice 


EE ۵ — 
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OFFICER SCHOOLS AND COURSES (continued) 


ADMINISTRATIVE (continued) 
SCHOOL QB COURSE 
Postgraduate Law 
Sea Duty Indoctrination 
Machine Records Officer 
FLIGHT 
Naval Air All Weather Flight 
Landing Signal Officer 
Ground Control Approach 
A-2 Tactical Air Control 
Applied Aerology 
Aerial Photographic Officer 
INFANTRY 
Advanceé Infantry Officers 
The Basic School 
INTELLIGENCE 
Strategic Intelligence 
Air Intelligence Officer 
Language Courses (Officer) 
intelligence Course, Fort Riley 
Aerial Photographic Interpretation 
Photogrammetric Course 


Counterintelligence 


AA 
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OFFICER SCHOOLS AND COURSES (eontinued) 


PUBLIC INFORMATION 
AOL QR COURSE 
Armed Forces Information School 
GHENICAL WARFARU 


Chemical Warfare, Radiological Safety and Associated 
Subjects, Edgewood, Md. 


Chemical Warfare, Radiological Safety and Associated 
Subjects, Treasure Ieland, California. 


4 
Artillery Advanced 
Artillery Basic 
Joint Army-Navy Guided Missiles 


Postgraduate Ordnance Engineering 
(Guided Missile Guidanee) 


Postgraduate Ordnance Engineering (Jet Propulsion) 
Air Observation 

ELECTRONICS 
Communications Officers School 
Aviation Electronics 
Postgraduate Electronics Engineering 
Advanced Signal Officers 
Electronics Maintenance 

AHGINLERIHG 
Engineer Officers Advanced 
Engineer Officers Basic 
Postgraduate Aeronautical Engineering (Armament) 
Postgraduate Aeronautical Engineering 


111 
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OFFICER SCHOOLS AND COURSES (continued) 

ORDNANCE 
SCHOOL OR COURSE 
Explosive Ordnance Disposal 

TANK AND AMPHIBIAN TRACTOR 

Armored Cavalry Officers Advanced 
Armored Cavalry Officers Basic 

AULLLX 
Subsistence Course 
Automotive Mechanics 
Officers Supply Administration 
Accountable Officers 
Postgreduate Textile Engineering 
Cargo Handling, Hail and Ocean Traffic 
Postgraduate Business Administration 


The above schools and courses taken from — Corps 
General Order No. 42, dated September 26, 


iv 
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